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To  the  family  of  USAREC: 


The  end  of  the  year  always  brings  thoughts  of  home  and  hearth , family  and  friends, 
good  will  and  good  wishes.  The  end  of  this  year  also  reminds  us  again  what  a challenge 
it  is  to  be  a member  of  the  USAREC  family.  I am  very  pleased  and  proud  to  be  a part  of 
this  great  endeavor,  and  it  is  my  hope,  as  you  reflect  upon  this  past  year,  that  you  will 
feel  the  same  pride  as  you  continue  to  "provide  the  strength"  for  our  Army  and  our 
great  nation. 

During  this  holiday  season,  please  take  time  to  cherish  your  families  and  friends. 
May  your  homes  be  filled  with  the  warmth  and  spirit  of  the  season.  Rest  and  relax,  and 
come  back  renewed  and  reinvigorated  from  your  celebrations  of  this  season  of  good 
will. 


Patty  and  I send  each  of  you  our  very  best  wishes  for  the  holiday  season  and  a 
prosperous  New  Year. 
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Greetings  from 


Individual 

Retruiter 

Assessments 

Recently,  the  DCGs,  CSM 
Brooks,  and  I attended  a session 
at  the  schoolhouse  with  eight  in- 
structors and  five  battalion  ser- 
geants major,  where  we 
discussed  the  state  of  training  in 
USAREC.  This  session  was 
well  coordinated  by  COL 
Wayne  Stephens  and  excellently 
facilitated  by  SGM  Robert  Fer- 
nandez, the  command  team  at 
the  Recruiting  and  Retention 
School. 

I am  institut- 
ing a twice-a- 
year 

training 
diagnostic 
that  will 
explore  each 
recruiter’s 
knowledge  of 
tools  and  the 
execution  of 
his  skills. 


From  the  Commander 


MG  Hamilton 


The  initial  training  that  our  sol- 
diers receive  at  the  school  is  su- 
perb, but  I want  our  sustainment 
training  to  keep  pace  with  what  is 
begun  at  Fort  Jackson.  Right  now, 
unit  sustainment  training  tends  to 
happen  in  groups,  at  conferences 
of  some  kind.  I don’t  believe  this 
kind  of  “training”  benefits  anyone 
who  needs  to  improve  his  or  her  in- 
dividual recruiting  skills. 

Let  me  be  clear  on  this  subject:  I 
do  not  want  individual  training  re- 
placed with  collective  training.  Our 
soldiers  deserve  individualized 
coaching,  teaching,  and  men- 
toring. 

Earlier  this  year,  I told  you  that  I 
was  not  very  happy  with  the  incon- 
sistencies I have  found  in 
USAREC  training.  Training  is  vi- 
tal! One  of  the  very  first  things 
that  struck  me  is  that  the  school- 
house  teaches  new  recruiters  “pros- 
pect, prospect,  prospect,”  but  as 
soon  as  they  graduate  USAREC 
tells  them  to  “process,  process, 
process.”  Of  course  we  are  respon- 
sible for  achieving  our  mission,  but 
it  is  not  logical  to  expect  soldiers 
to  perform  duties  they  are  not 
properly  trained  to  execute.  Aid 
that  means  regular,  consistent  sus- 
tainment training. 


To  that  end,  with  help  from  expe- 
rienced recruiters,  I am  instituting 
a twice-a-year  training  diagnostic 
that  will  explore  each  recruiter’s 
knowledge  of  tools  and  the  execu- 
tion of  his  skills.  Recruiting,  as 
practiced  in  the  station,  is  almost 
an  art  form,  but  skills  required  by 
that  art  can  be  improved  with  fo- 
cus and  attention. 

What  I am  developing,  with  the 
assistance  of  recruiting  experts,  is  a 
twice-a-year  review  of  each  re- 
cruiter’s skills,  an  Individual  Re- 
cruiter Assessment.  This  IRA  will 
be  an  investment  in  a recruiter’s  fu- 
ture success  and  will  focus  on  those 
basics  that  we  all  agree  are  vital  to 
mission  success.  There  will  be  an 
assessment  package,  prepared  bv 
the  schoolhouse,  so  that  each  re- 
cruiter will  be  assessed  according 
to  the  standards  we  have  agreed 
upon. 

The  new  recruiter  program  will 
serve  as  the  recruiter’s  first  assess- 
ment; thereafter,  a recruiter  can  ex- 
pect to  be  assessed  about  everv  six 
months.  The  process  should  take  a 
full  day,  but  no  more  than  that.  In 
the  best  possible  scenario,  the  re- 
cruiter and  assessor  will  make  a 
house  call,  conduct  an  appoint- 
ment, visit  a school,  and  conduct 
prospecting  and/or  area  canvass- 
ing. Clearly,  all  of  these  will  not  al- 
ways be  possible  — that’s  okay,  we 
will  do  the  best  we  can  to  create 
the  widest  possible  opportunity  for 
a certified  assessor  to  observe  and 
then  assess  and  assist  a recruiter  in 
the  skills  of  recruiting.  In  addi- 
tion, the  assessor  will  spend  some 
time  reviewing  the  recruiter’s  tools 
and  training  record. 

This  is  not  an  inspection!  I ex- 
pect these  assessments  to  generate 
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solid  information  that  will  discuss 
a recruiter’s  strengths  and  weak- 
nesses. Identified  weaknesses  will 
be  the  focus  of  future  training  for 
that  recruiter  and  should  occur  be- 
fore the  recruiter’s  next  scheduled 
IRA. 

My  intent  is  that  the  battalion 
sergeants  major  will  be  the  primary 
certifiers;  they  will  select  and  train 
to  standard  other  assessors  in  their 
unit.  Station  commanders  already 
have  more  to  do  in  a day  than  time 
allows.  I believe  that  first  sergeants 
and  some  recruiter-trainers  will  be 
the  best  candidates  for  this  respon- 
sibility. These  key  trainers,  once  cer- 
tified by  the  battalion  sergeant 
major,  will  assess  each  recruiter 
twice  a year.  I expect  company 
commanders  to  fulfill  their  leader- 
ship roles  by  striving  to  become 
certified  as  assessors  while  ensuring 
the  needed  assessments  are  accom- 
plished in  a timely  manner. 

I see  great  potential  in  this  meth- 
odology. You  may  expect  some  sys- 
temic problems  to  surface  in  these 
assessments,  but  we  must  make 


this  command  healthy,  for  the  sake 
of  the  future  Army.  I encourage 
leaders  at  all  levels  to  use  their 
training  resources  to  assist  recruit- 
ers in  their  mission.  I would  like  to 
see  time  freed  up  from  “the  proc- 
ess” to  make  more  time  for  pros- 
pecting, as  the  schoolhouse  so 
correctly  teaches  us. 

Train  our  soldiers  properly  in  the 
basics  and  mission  achievement 
will  follow. 

Close  the  loop! 

We  must  make 
this  command 
healthy,  for 
the  sake  of  the 
future  Army. 


IRA  Development  Team 

SGM  Lucas  C.  Hutton,  RRS 

MSG  Gregory  A.  Melcher,  RRS 

MSG  Edmund  D.  Williams,  RRS 

MSG  Todd  A.  Breen,  RRS 

SFC  William  C.  Sinnett,  RRS 

SFC  lack  D.  Wissmiller,  RRS 

SFC  Stephen  C.  Balser,  RRS 

SFC  Willie  E.  Spradley,  RRS 

MSG  Johnny  Dennis, 
USAREC  Liaison,  Fort  Jackson 

CPT  Mark  Cogburn, 

5th  Brigade 

SGM  Raymond  Kuklinski, 
USAREC  RO 

MSG  Stanley  Allard, 
USAREC  RO 

SGM  Robert  Fernandez,  RRS 

COL  Wayne  Stephens,  RRS 

SGM  Michael  Ross, 
Albany  Bn 

SGM  George  Furlow, 
Columbia  Bn 

SGM  Ronnie  Montano, 
Great  Lakes 

SGM  Eugene  Culpepper, 
Dallas  Bn 

SGM  David  Swartzentruber, 
Sacramento  Bn 
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AGR  Reattachments 

Requests  for  reattachments  are  among 
the  many  personnel  actions  received  at 
Headquarters,  USAREC,  Active  Guard 
Reserve  (AGR)  Management  Division. 
Recruiters  are  requesting  reattachments 
f oermanent  change  of  station  (PCS), 
nt  domicile,  compassionate  reasons, 
and  terminal  reattachments. 

Once  received,  the  request  are  re- 
viewed for  eligibility  and  accuracy.  Then 
a recommendation  is  made  based  on  the 
eligibility  of  the  soldier  and  availability 
of  positions  in  the  soldier’s  area  of  prefer- 
ence. When  requesting  reattachments 
you  must  keep  in  mind  that  the  needs  of 
the  Army  come  first.  The  following 
guidelines  are  provided  below: 

• Permanent  Change  of  Station: 
Soldiers  serving  on  an  initial  AGR 
tour  must  complete  three  years  at 
their  current  duty  location.  Six 
months  prior  to  initial  tour 
completion,  soldiers  may  submit 
requests  for  reattachments. 
Submission  of  request  prior  to  the 
six  months  will  not  be  considered. 
Initial  tour  soldiers  must  be 
approved  for  subsequent  AGR  tour 
before  a PCS  takes  place.  All  other 
AGR  soldiers  must  be  in  position 
for  24  consecutive  months  before 
consideration  will  be  given  to 
requests. 

• Request  for  Compassionate 
Reattachments:  Soldiers  requesting 
reattachment  for  compassionate 
reasons  must  know  that  this  is  a 
temporary  move.  It  should  not 
exceed  more  than  one  year.  When 
requesting  compassionate 
reattachment,  you  must  ensure  that 
you  follow  the  guidelines  of  AR 
140-30,  para  4-2k.  The  most 
frequently  omitted  required 
document  for  this  request  is  the  DA 
Form  3739  (Application  for 
Assignment/Deletion/Deferment  for 
Extreme  Family  Problems).  This 
form  must  accompany  the  DA  Form 
4187  along  with  supporting 
documentation.  Soldiers  do  not 
have  to  be  in  a valid  position  for  a 
request  for  compassionate 
reattachment  to  be  approved. 

• Terminal  Attachments:  Soldiers 
must  be  within  four  years  of 
mandatory  release  from  active 
status/duty  or  Active  Federal  Service 
(AFS)  retirement  eligibility  date.  All 
request  must  specify  the  geographic 


area  where  the  soldier  plans  to  live 
on  release  from  active  duty.  Cdr,  U S 
AR-PERSCOM  (Provisional)  is  the 
final  approval  authority  for  this 
request.  Every  request  are  honored 
subject  to  the  needs  of  the  Army. 

• Joint  Domicile:  Married  Army 
couples  who  wish  to  establish  joint 
domicile  must  enroll  in  the  Married 
Army  Couples  Program. 
Commander,  US  AR-PERSCOM 
(Provisional)  will  make  every 
attempt  to  approve  request  when  the 
need  exists  for  the  military  skills  of 
both  soldiers  in  the  same 
geographical  area  and  the  couple  is 
eligible  for  reattachment.  Soldiers 
married  to  members  of  another 
branch  of  service  will  be  given 
consideration  upon  request.  They 
are  not  eligible  for  enrollment  in  the 
Married  Army  Couples  Program. 

DA  Pam  600-8  provides  the 
procedures  for  requesting  enrollment 
in  the  program. 

• Involuntary  Reattachments: 

Soldiers  may  be  involuntary 
reattached  due  to  the  deletion  of 
positions  resulting  from  a Recruiting 
Market  Analysis  (RMA).  Positions 
are  deleted  or  moved  to  other 
stations  due  to  the  insufficient 
market  in  that  particular  area.  The 
battalion  in  most  cases  will  attempt 
to  locally  realign  displaced  soldiers  in 
valid  positions.  Those  soldiers  who 
cannot  be  locally  reattached  must 
submit  a DA  Form  4187  to  move 
outside  of  a 50-mile  radius.  It  is 
imperative  for  AGR  soldiers  to 
encumber  a valid  position.  Failure  to 
do  so  will  result  in  delayed  personnel 
actions  such  as  reenlistments, 
promotions,  extensions,  and  many 
other  important  actions. 

• Orders:  All  AGR  orders  are 
published  by  the  Commander,  US 
AR-PERSCOM  (Provisional). 
Soldiers  are  normally  given  a 1 80- 
day  report  date  for  moves  over  a 50- 
mile  radius.  The  exception  to  this 
policy  is  90  days  and  soldiers  must 
send  a DA  Form  4187  requesting  an 
earlier  report  date.  Requests  for 
reattachments  must  be  submitted  on 
DA  Form  4187  along  with  any 
supporting  documents  and  routed 
through  your  chain  of  command. 

For  more  guidance,  see  the  Army  Re- 
serve Personnel  Update  23,  1 September 
1994,  AR  140-30,  Active  Duty  in  Sup- 


port of  the  United  States  Armv  Reserve 
(USAR)  and  Active  Guard  Reserve 
(AGR)  Management  Program,  1 Octo- 
ber 1994,  Chapter  4. 

Point  of  contact  is  SFC  Karen  Brooks, 
(502)  626-0218  or  DSX  536-0218. 


1997  Heritage  posters  shipped 

The  1997  Heritage  Poster  has  been 
mailed  to  the  principals  of  17,873  high 
schools  across  the  countrv  and  to  318 
DoDD  schools.  Each  principal  will  re- 
ceive two  copies  of  the  poster  and  in- 
structor’s guide,  as  well  as  cover  letters 
from  the  A&PA  director  and  the  CG. 
The  gist  of  both  letters  is  that  the  US 
Army  and  Army  Reserve  are  proud  to 
support  principals  and  teachers  in  help- 
ing young  Americans  achieve  their  goals 
through  education,  by  providing  this  in- 
structional material. 

The  posters  were  shipped  in  early  No- 
vember. One  hundred  packets  were  sent 
to  each  brigade  and  battalion  A&TA. 
This  year  additional  copies  are  going  to 
RSB  for  presentation  to  teachers  when 
the  vans  and  pods  visit  schools.  This  is  a 
one-time  issue  of  all  available  stock. 

The  1997  poster  focuses  on  “Our 
Frontier  Spirit:  The  American  Spirit  to 
Explore  Frontiers.”  As  MG  Hamilton’s 
letter  explains  it:  “The  same  spirit 
which  inspired  Lewis  and  Clark  to  ex- 
plore geographical  frontiers  and  break 
boundaries  into  new  territories  still 
inspires  Americans  today  in  fields  as 
diverse  as  medicine,  space,  communica- 
tions, and  international  relations.” 

The  poster  itself  graphically  depicts 
the  historical,  geographic  expansion, 
frontier-breakers  like  Einstein  and  Jackie 
Robinson,  and  emblematic  figures  like 
an  astronaut  and  a gold  miner.  Other 
frontier-breaking  events  are  represented 
by  images  of  things  like  DNA  and  the 
Alaskan  pipeline. 

The  accompanying  instructor’s  guide 
provides  several  hours  worth  of  instruc- 
tional activities  for  teachers  to  use 
with  their  students.  It  also  offers  sugges- 
tions for  follow-up  research  projects  for 
students. 


Please  relay  any  feedback  you  hear  to 
your  A&PA  to  help  assess  the  value  of 
this  program. 
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CSA  Recruiters  of  Excellence 

The  following  Army  recruiters  will  be 
awarded  status  as  members  of  the  Chief 
of  Staff  of  the  Army  Recruiters  of  Excel- 
lence program.  Awards  will  be  presented 
in  a Pentagon  ceremony  Dec.  18. 


Regular  Army  Recruiters 


SGT  Robert  Thomas 

1st  Brigade 

SSG  Anthony  Varner 

2d  Brigade 

SSG  Sean  Isaac 

5th  Brigade 

SGT  Charles  Vagasky 

6th  Brigade 

USAR  Recruiters 

SFC  Peter  Rompf 

1st  Brigade 

SFC  Rafel  Ramos 

2d  Brigade 

SGT  Terance  Anderson 

5th  Brigade 

SSG  Robert  Donaldson 

6th  Brigade 

OPSC 

SSG  Mark  Kenney 

1st  Brigade 

SSG  Gary  Pitchford 

3d  Brigade 

SFC  David  Wade 

5th  Brigade 

SSG  John  Miller 

6th  Brigade 

LPSC 

SFC  Gerald  Patten 

1st  Brigade 

SFC  Maxcine  Blackwell 

2d  Brigade 

SFC  Charles  Ellenbeck 

5th  Brigade 

SFC  Dennis  Anderson 

6th  Brigade 

First  Sergeant 

1SG  Brenda  Harris 

5th  Brigade 

RA  Guidance  Counselor 

SFC  Donalci  Richard 

1st  Brigade 

SFC  John  Spears 

2d  Brigade 

SFC  William  Heidenreich  3d  Brigade 

SFC  Gordon  Gallaher 

5th  Brigade 

SFC  Rui  Lopes 

6th  Brigade 

USAR  Guidance  Counselor 

SFC  Lester  Rodriguez 

1st  Brigade 

SFC  Paul  Ohmann 

2d  Brigade 

SSG  Elizabeth  Cimaglio 

3d  Brigade 

SFC  Richard  Carby 

5 th  Brigade 

SFC  Cindy  Barnett 

6th  Brigade 

RA  AMEDD 

SFC  Joseph  Otis 

1st  Brigade 

USAR  AMEDD 

MAJ  Oscar  Rivera-Cruz 

2d  Brigade 

SMART  PROGRAM 

SGT  Sonya  Hall 

USAREC  HQ 

Story  ideas? 

E-mail  RJ  suggestions  or  comments  to: 

welkerk@usarec.army.mil. 


Army  Reserve  adds  new  command 

by  Andrea  Wales,  AR-PERSCOM 

After  a series  of  organizational 
changes,  the  US  Army  Reserve  Personnel 
Center  became  the  US  Army  Reserve 
Personnel  Command  (Provisional)  in  an 
effort  to  better  serve  its  customers. 

AR-PERSCOM  (pronounced  “A-R 
PERS  coni”)  is  building  toward  Force 
XXI,  the  military  term  for  target  man- 
power and  equipment  levels  in  the  21st 
century. 

The  reality  of  current  budget  con- 
straints and  the  expectation  of  further 
defense  budget  cuts  in  the  21st  century 
gave  Army  Reserve  officials  the  impetus 
to  rethink  the  organization  and  develop 
the  concept  of  the  more  efficient  and 
cost-effective  AR  PERSCOM. 

The  Army  Reserve  has  undertaken  a 
concerted  effort  to  reengineer  ARPER- 
CEN’s  business  processes  by  automating 
records  management,  streamlining  organ- 
izational structure  and  work  processes, 
said  COL  Donald  G.  Conaway,  com- 
mander of  the  new  personnel  command. 
The  Army  Reserve  is  converting  ARPER- 
CEN  with  its  passive  role  of  a records  re- 
pository into  AR-PERSCOM  with  its 
proactive  role  in  personnel  management. 

The  goal  is  to  have  an  organization 
where  work  force  and  management  come 
together  to  solve  problems  and  to  im- 
prove processes,  said  COL  Dennis  Spur- 
geon, chief  of  the  Transition  Team. 

In  the  past,  ARPERCEN  tried  to  solve 
its  backlog  problems  bv  adding  more 
people  to  do  the  work,  but  this  has  not 
been  successful.  In  the  course  of  working 
a “case,”  the  action  is  often  shuffled  from 
one  employee  to  another  and  one  direc- 
torate to  another,  each  doing  a part  of 
the  action. 

“A  kev  element  of  modern  manage- 
ment is  involved  with  the  elimination  of 
these  handoffs,”  Spurgeon  said,  explain- 
ing that  process  mapping  details  what  is 
supposed  to  happen  with  these  handoffs. 

So,  instead  of  adding  more  people,  a 
proven  failure,  the  organization  has 
turned  to  improving  the  way  things  are 
done.  Changing  the  way  employees  “get 
things  done”  has  enabled  AR-PERSCOM 
to  trim  the  payroll,  he  said. 

To  date,  AR-PERSCOM  has  almost 
500  fewer  civilians  than  it  had  four  years 
ago  as  ARPERCEN,  he  said,  adding  that 
the  military  has  also  decreased  but  not  as 
substantially. 


The  key  to  streamlining  is  “changing 
the  way  we  do  business,”  the  watchwords 
of  the  new  personnel  command. 

“We’re  moving  from  a history  of  an  or- 
ganization where  employees  did  parts  of 
jobs  to  (an  organization)  where  employ- 
ees will  be  responsible  for  the  whole  ac- 
tion, at  least  as  much  as  possible  in  their 
area,”  Spurgeon  said.  “Change  is  re- 
quired in  moving  from  an  assembly  line 
person  to  an  empowered  employee.” 

Automation  — information  at  your  fin- 
gertips — is  crucial  to  the  accomplish- 
ment of  an  entire  action.  The  empowered 
employee  is  no  longer  hindered  bv  hard- 
copy records  maintenance  procedures  he 
cannot  control,  according  to  Linda 
Streeter-King,  supervisory  computer  spe- 
cialist with  the  Personnel  Electronic  Re- 
cords Management  System,  or  PERMS. 

“Our  function  and  purpose  expands 
from  records  custodian  — or  records  cen- 
ter — to  personnel  management  com- 
mand,” Streeter-King  said.  “Custodial 
tasks  involving  manual  storage  and  re- 
trieval of  hardcopy  files  have  been  greatly 
reduced  through  the  records  retrieval  sys- 
tem, PERMS.  Personnel  management 
functions  are  greatly  aided  through  IWS 
(integrated  work  stations)  and  the  Sol- 
dier Management  System.  These  systems 
improve  the  efficiency  and  effectiveness 
of  internal  operations  for  missions  sup- 
port and  service  delivery.” 

With  IWS  on  a local  area  network  and 
w ith  PERMS,  not  only  can  an  entire  ac- 
tion be  completed  by  one  employee,  but 
multiple  employees  can  have  access  to  the 
same  information.  With  PERMS,  for  ex- 
ample, several  different  directorates  can 
look  at  the  same  soldier’s  file. 


Army  Retirement  Services 

The  Army  Retirement  Services  home 
page  has  been  updated  and  included  as 
part  of  the  home  page  for  the  office  of 
the  Deputy  Chief  of  Staff  for  Personnel 

(http//www.odcsper.army.mil ) . 

The  Retirement  Services  Elorne  Page 
contains  the  names,  addresses,  phone 
and  FAX  numbers  of  all  Army  Retire- 
ment Services  Officers  (RSO);  a Pre- 
retirement Counseling  Guide;  and  infor- 
mation papers  on  various  subjects,  as 
well  as  Army  Echoes.  Access  is  at 
http://www.odcsper.army.mil/prod/re- 
tiree/retiree/htm. 
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Pro  Talk 


j. 


Networking 

in  the 


by  SFC  Cedric  A.  Broyles,  Recruiting  Operations 


you  in  contact  with  other  people  in  your  network. 


A productive  resource  for  recruiters  that’s 
often  forgotten  is  your  community’s  influential 
people.  They  are  the  key  individuals  who  will 
help  you  tell  the  Army  story. 

Who  are  these  individuals?  How  do  you  approach 
them  ? Before  I answer  these  questions  let’s  discuss  the 
definition  of  networking.  In  recruiting  there  are  two 
types  of  networking  — schools  and  community.  In  this 
article  I will  discuss  community  networking,  which  is 
the  art  of  starting  and  maintaining  professional  relation- 
ships with  influential  people  who  make  a direct  impact 
in  helping  you  make  mission  box.  Networking  means 
more  than  who  you  know;  it’s  what  you  say,  how  you 
ask,  and  how  you  go  about  it.  If  you  think  it  won’t 
work  for  you  because  you  don’t  know  lots  of  people  — 
you’re  wrong. 

Start  in  your  downtown  areas 

Your  work  begins  in  your  communities;  your  success 
is  equal  to  the  amount  of  effort  you  put  into  community 
relations.  Study  your  community,  analyze  its  charac- 
teristics, and  plan  a sound  program  to  fit  your  commu- 
nity’s needs.  You  will  succeed. 

The  station  commander  plays  a vital  role  in  the  devel- 
opment of  new  recruiters.  It’s  important  for  station  com- 
manders to  go  with  the  new  recruiters  to  their  assigned 
areas;  to  monitor  and  help  sustain  their  community  net- 
working plan.  Recruiters  have  to  become  a part  of  the 
community  just  like  they  are  a part  of  their  unit.  Here 


Civic  organizations  — 

Become  a member  of  your 
local  chamber  of  commerce. 
This  organization  provides 
community  calendars  with 
events  and  dates  that  will  put 


are  some  suggestions. 


Local  government  officials  — 

These  officials  have  a large 
constituency  base  and  are  well 
known  in  the  communin'.  Get 
to  know  the  mayor  and  elected  officials;  be  seen 
with  them  at  public  events.  This  will  give  vou  public 
exposure  and  the  chance  to  meet  more  people  in 
your  community. 


• Churches  — On  occasion,  wear 
your  Class  A uniform  to  the 
service.  Your  congregation  will  see 
that  you’re  a soldier  who’s  proud  to 
serve  your  country.  Get  acquainted 
with  your  minister,  the  elders  of 
your  church,  and  the  church 
groups.  They’re  always  involved  in 
community  projects. 

• Youth  groups  — Participation  in  your  local 
youth  groups  build  trust  and 
confidence  among  target  age 
leads,  and  they  will  provide 
referrals.  You  also  gain  the 
respect  of  their  parents. 


Employment  agencies  — Go  and  introduce 
yourself  to  your  local  employment 
agencies.  Let  the  agencies  know 
you’re  also  an  employer,  in  fact  one 
of  the  country’s  largest,  and  you 
would  like  to  assist  them  in  finding 
employment  for  qualified  indviduals. 


Job  Corps 


Plan  before  the  appointment 

Before  you  approach  any  group  or  organization,  al- 
ways carry  a detailed  plan  of  what  you  want  to  accom- 
plish. Each  group  is  different.  Select  groups  will  bear  the 
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best  fruit,  if  you’ve  prepared  ahead  of  time.  Go  where  the 
prospects  are,  and  carry  the  tools  to  make  contact.  Busi- 
ness cards  are  a must  and  write  down  your  appointments 
in  your  planning  guide  so  you  don’t  forget  them. 

It's  critical  that 
you  establish 
rapport  at  the 
first  meeting 
with  your  target 
group  or 
organization. 


Send  those  cards 

Once  you  establish  yourself  in  the  community  you 
must  sustain  your  professional  relationships.  Send  greet- 
ing cards  for  birthdays  and  anniversaries  (refer  to 
USAREC  FM  988,  Center  of  Influence  and  Very  Impor- 
tant Person  Card.)  This  will  help  you  manage  vour  net- 
work. Make  it  a point  to  stop  by  to  do  business  or  to  say 
hello. 


Army  tours  educate  influencers 

Schedule  Army  tours  to  support  you  in  telling  the 
Army  story.  The  program  provides  tours  of  Armv  installa 
tions  and  activities  to  improve  the  general  knowledge  of 
Army  programs.  These  tours  are  professional^  enriching 
experiences.  Your  participants  return  with  a fresh  outlook 
on  the  Army  and  that’s  going  to  help  you  promote  Army 
opportunities  with  other  people  in  your  community.  Re- 
fer to  the  regulation  (USAREC  REG  601-81)  for  the 
tour  guidelines  and  procedures. 


It’s  critical  that  vou  establish  rapport  at  the  first  meet- 
ing with  your  target  group  or  organization.  In  fact,  it  is 
the  most  important  step  in  the  networking  process.  It 
takes  time  to  build  trust  and  understanding,  so  don’t 
push  too  quickly.  Be  sure  to  hand  out  calendars,  coffee 
mugs,  and  other  publicity  items. 

Be  a leader  in  your  community 

A good  point  to  be  made  here  is  that  you  must  be  seen 
as  a leader.  Recruiters  are  a vital  resource  of  experienced 
leaders  — your  military  training  and  years  of  service  have 

given  you  the  leadership  edge.  Now  take  those  skills  and 

become  a leader  in  your  community.  Your  appearance 
should  be  outstanding  at  all  times.  You  are  the  Army  in 
vour  community  — no  exceptions. 


Community  networking  pays  off 

As  you  know,  networking  is  a time  consuming  proc- 
ess. However,  it  will  pay  off  in  the  long  am.  Recruiters 
have  a unique  opportunity  to  meet  and  tell  the  Army 
story  to  the  American  public.  Your  mission  is  critical,  it 
can  only  be  accomplished  by  highly  motivated  soldiers 
who  understand  the  importance  of  keeping  America’s 
Army  the  absolute  best  in  the  world. 

You  will  never  know  the  dvnamics  of  networking  in 
your  community'  unless  you  are  involved.  Talk  about  the 
Armv  to  everyone  you  meet.  Take  every  opportunitv  to 
tell  people  about  the  Army.  You’re  networking  in  casual 
conversations  at  restaurants,  banks,  the  post  office,  or 
wherever  people  congregate.  Not  only  are  you  providing 
the  strength  for  America’s  Army,  you  are  helping  vour 
community. 
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Staying  within  the 

The  Profession  of  Recruiting: 
Making  a difference  in  people’s 
lives 

by  LTC  Frederick  N.  Garland 


A fiduciary  rela- 
tionship is  one  in 
which  a person  is 
trusted  to  act  in 
the  best  interests  of 
another  person. 
Recruiters  are  in  a 
position  of  trust 
with  an  applicant 
and  must  carefully 
monitor  their  own 
behavior  to  ensure 
that  trust  is  al- 
ways deserved. 


Teacher,  chaplain,  doctor, 
recruiter.  What  do  these  profes- 
sionals have  in  common? 

Maybe  more  than  you  may  think. 

All  of  them  are  in  the  “people”  busi- 
ness. All  of  them  are  in  a unique  posi- 
tion to  make  a profound  impact  on 
another  person’s  life.  All  of  them  are 
entrusted  with  someone  else’s  future 
when  you  get  right  down  to  it. 

Think  about  it.  Teachers,  the  clergy, 
doctors  and,  yes,  recruiters  are  in  the 
business  of  encouraging  people  to 
make  choices  that  will  significantly  af- 
fect their  future.  Teachers  encourage 
us  to  learn,  to  go  to  college,  to  take 
that  next  step  in  our  education.  A min- 
ister, priest,  or  rabbi  encourages  us  to 
act  morally,  to  support  each  other,  and 
to  examine  our  spiritual  needs  so  that 
we  can  make  choices  that  are  good  for 
us  and  good  for  our  community.  Doc- 
tors encourage  us  to  develop  healthy 
lifestyles,  to  comply  with  medical  treat- 
ments, and  to  undergo  procedures  that 
will  make  us  well. 

Similarities 

And  recruiters?  The  similarities  are 
easy  to  see.  Recruiters  encourage  peo- 
ple every  day  to  make  decisions  about 
their  future  that  can  affect  career 
choices,  financial  status,  and  self-es- 
teem to  say  nothing  of  ensuring  the  se- 
curity of  the  nation.  That’s  a lot  of 
power  and  it  can  provide  a tremen- 
dous sense  of  accomplishment.  It  feels 
good  to  make  a difference  in  some- 
one’s life.  But  having  the  opportunity 
to  affect  someone  else’s  life  carries 


with  it  an  equallv  tremendous  obliga- 
tion to  do  the  right  thing 

Trust 

Why  does  a person  allow  a doctor 
to  talk  him  into  having  surgery?  Why 
does  a high  school  senior  listen  to  a re- 
cruiter and  agree  to  obligate  herself  to 
the  Army  for  four  years?  Why  do  peo- 
ple yalue  the  opinion  of  a teacher  or  a 
chaplain?  The  theme  that  is  common 
across  these  professions  is  simple  — 
trust.  That  trust  is  established  through 
a special  relationship  that  must  include 
a clear  message  of  concern  for  the  indi- 
vidual’s  well-being.  People  who  listen 
to  the  guidance  proyided  by  these  ex- 
perts do  so  because  they  have  come  to 
trust  not  only  the  expert’s  technical 
competence  but  they  have  also  come 
to  believe  that  their  teacher  or  chaplain 
or  doctor  cares  about  what  happens  to 
them. 

The  woman  or  man  who  talks  to  a 
recruiter  often  begins  that  dialogue 
with  a mixture  of  curiosity  and  skepti- 
cism. Is  the  recruiter  interested  in  me, 
or  in  a quota?  If  that  potential  recruit 
ships,  it  is  because  he  or  she  has  come 
to  trust  the  recruiter’s  declaration  that 
joining  the  Army  will  be  a giant  step 
towards  a bright  future. 

Trust  is  gained  through  repeated  in- 
teractions that  evolves  into  a relation- 
ship. Teacher-student,  pastor- 
parishioner,  doctor-patient,  recruiter- 
recruit  all  describe  relationships.  But 
these  relationships  are  unique.  They 
are  special  relationships.  Why?  They 
are  special  because  they  ar t fiduciary 
relationships,  which  means  that  one 
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person  is  trusted  to  act  in  the  best  in- 
terests of  another  person.  And  that’s 
what  prospects  trust  their  recruiters  to 
do. 


The  relationship 


The  nature  of  the  relationship  be- 
tween recruiter  and  prospect  is  specific 
in  purpose.  It  is  limited  to  a clearly  de- 
fined goal.  It  has  defined  boundaries 
regarding  behavior  in  the  relationship; 
and  the  relationship  is  unilateral,  i.e.  a 
one-way  street.  The  expert  gives  the 
student,  parishioner,  patient  or  pros- 
pect his  expert  opinion  or  advice  with- 
out expecting  something  in  return 
(aside  from  a salary,  of  course).  Con- 
trast this  formal  relationship  with 
friendship  or  marriage  where  we  are 
loyal,  encouraging  and  nurturing,  and 
we  expect  the  same  thing  in  return. 


The  recruiter- 
prospect  relation- 
ship on  which 
that  trust  is 
based  is  clearly 
specified  and  lim- 
ited in  scope. 


In  addition  to 
being  a pur- 
posely one-sided 
relationship,  the 
recruiter-pros- 
pect relationship 
on  which  that 
trust  is  based  is 
clearly  specified 
and  limited  in 
scope.  Teachers 


guide  our  education,  they  don’t  diag- 
nose our  back- pain.  Doctors  treat  our 
flu,  they  don’t  perform  marriage  cere- 
monies. Recruiters  mentor  men  and 
women  in  making  career  choices;  spe- 
cifically, they  encourage  them  to  join 
the  Army.  Anything  beyond  that  for- 
mally agreed-upon  basis  for  the  rela- 
tionship between  recruiter  and 
prospect  is  not  recruiting.  And  if  it’s 
not  recruiting,  it’s  out-of-bounds. 

Boundaries 

Boundaries  signal  that  the  rules  are 
in  force  while  you  operate  within  your 
recruiter’s  role  as  expert,  mentor,  and 
counselor.  Think  about  a football  field. 
When  you  step  inside  those  white 
stripes,  you  are  a player  and  you  must 
behave  according  to  very  specific  rules. 
No  one  on  the  field  can  violate  the 
rules  of  the  game  without  getting 
flagged.  Let’s  carry  this  further:  When 
one  player  gets  flagged,  it’s  the  team 
that  gets  penalized.  That’s  why  people 
who  don’t  play  by  the  rules  are  every- 
body’s concern. 

There  are  many  examples  of  bound- 
ary violations  in  the  relationship  be- 
tween a recruiter  and  a prospect, 
applicant,  or  DEP  member.  A recruiter 
loans  money  to  a DEP  member;  the  re- 


cruiter counsels  applicants  on  their 
love  lives;  a recruiter  accepts  an  expen- 
sive gift  from  a DEP  member  (or  gives 
a DEP  member  an  expensive  gift);  a re- 
cruiter dates  a prospect,  applicant  or 
DEP  member.  Violations  of  the  rules 
that  govern  the  special  and  clearly  de- 
fined relationship  between  recruiter 
and  prospect  range  from  minor  to  seri- 
ous violations.  They  are  all  wrong. 

All  relationships  have  boundaries. 
The  boundaries  put  limits  on  the  rela- 
tionship. The  boundaries  define  when 
the  rules  are  in  force.  In  formal  rela- 
tionships like  recruiting,  the  rules  are 
always  in  force.  We  interact  with  peo- 
ple with  one  goal  in  mind  — to  recruit 
future  soldiers,  and  everyone  who 
walks  through  the  door  of  the  station 
understands  that.  The  ethical  codes 
that  govern  the  recruiters’  role  in  their 
relationship  with  a prospect  are  clearly 
defined  in  the  USAREC  Ethical  Stand- 
ards and  in  the  Soldier  Values.  They 
aren’t  just  words.  They  are  the  rules, 
and  once  we  step  onto  the  field  of  re- 
cruiting, the  rules  arc  in  force. 

This  should  seem  straightforward 
but  it  isn’t.  Boundaries  that  define 
your  relationship  with  an  applicant  are 
much  more  restrictive  than  the 
boundaries  that  define  your  relation- 
ship with  a friend  or  even  someone 
that  you  work  with.  That’s  because 
your  role  as  a recruiter  says  that  you 
will  act  to  the  best  of  your  abilities  in 
the  best  interest  of  that  prospect  as  he 
or  she  makes  the  decision  to  join  the 
military.  And  they  trust  you  to  do  just 
that. 


How  does  it  happen? 

How  do  good  recruiters  find  them- 
selves violating  the  rules  in  their  rela- 
tionships with  prospects,  applicants,  or 
DEP  members?  They  make  mission 
box  more  important  than  mission,  and 
cut  corners.  Thev  get  burned-out,  and 
begin  to  make  bad  decisions.  They  be- 
gin to  buy  into  the  “hero  worship” 
that  some  applicants  experience  with 
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their  recruiters  (remember,  they  trust 
you,  you  may  be  the  first  adult  in  a 
long  time  who  really  listens  to  them 
and  makes  them  feel  special).  They 
mistake  die  flirtation  of  “hero-wor- 
ship” for  genuine  attraction,  and  de- 
cide to  develop  a personal  relationship 
outside  of  recruiting. 

The  most  serious  example  is  the  re- 
cruiter who  initiates  a sexual  relation- 
ship with  a prospect,  applicant  or  DEP 
member. 

It’s  easy  to  lose  sight  of  the  bounda- 
ries. We  work  closely  with  young  men 
and  women  who  are  making  a big  deci- 
sion about  their  future.  And  their  deci- 
sion affects  the  recruiter’s  mission 
success.  The  relationship  that  grows  as 
a recruiter  mentors  a prospect  or  appli- 
cant through  the  process  of  joining  the 
military  can’t  be  sterile  and  distant. 

Some  of  us  remember  a sick-call 
doctor  who  was  cold  and  matter-of- 
fact  about  our  illness.  We  want  some- 
one who  demonstrate  a genuine 
interest  in  us  when  we  are  looking  for 
answers.  How  does  a recruiter  main- 
tain that  special  relationship  with  a 
prospect  that  can  be  the  difference  in 
getting  a contact  while  making  sure 
that  the  relationship  boundaries  are 
clearly  defined  and  maintained? 

There’s  no  easy  answer.  Relationships 
are  complicated. 

What  to  do 

But  it  helps  to  review  your  role  with 
a prospect,  and  to  review  that  role 
again  as  the  processing  continues  and 
the  relationship  evolves.  If  you  have  an 
uneasy  feeling  about  the  relationship, 
talk  to  somebody.  Other  recruiters  can 
be  good  “battle  buddies”;  the  station 
commander  can  be  a good  sounding 
board;  and  the  brigade  chaplain  can  be 
a confidential  source  of  guidance  and 
advice. 

Be  aware  of  your  personal  vulner- 
abilities. Are  you  at  risk  to  cut  corners 
when  under  pressure  to  make  mission? 
Are  you  “burned-out”?  Are  there  fam- 
ily stressors  that  affect  your  judgment? 


Can  your  outgoing  style  be  mistaken 
for  flirting?  Does  the  confidence  that 
makes  you  a great  recruiter  also  make 
you  feel  that  you  are  different  and 
don’t  need  to  play  by  the  rules?  Do 
you  believe  that  “the  end  justifies  the 
means”?  Many  cases  of  gross  miscon- 
duct in  the  military  begin  with  a mi- 
nor bending  of  the  rules  that  builds 
toward  disaster,  small  step  by  small 
step. 

Like  doctors  and  teachers  and  chap- 
lains, recruiters  are,  by-and-large,  good 
people  trying  to  guide  men  and 
women  in  making  important  deci- 
sions. It’s  an  important  and  fulfilling 
role  to  pay  in  the  lives  of  others.  The 
trust  that  accompanies  that  role  is  too 
important  to  be  abused.  That’s  why 
anyone  who  wears  the  recruiter’s 
badge  accepts  a set  of  ethics  and  role 
definitions  that  govern  the  profession. 

Recruiters  in  Hometown, 

USA 

What’s  the  bottom  line  in  all  of  this? 
The  bottom  line  is  this:  Recruiters  arc 
the  only  soldiers  who  are  assigned  to 
evert'  community  in  America.  For  a lot 
of  people,  you  are  the  only  on-duty 
soldier  they  will  ever  come  in  contact 
with,  and  you  are  asking  them  to  trust 
you  with  their  sons’  and  daughters’ 
futures.  Young  people  may  go  into  the 
military  because  of  travel,  education. 


adventure,  money  or  service,  but  they 
join  the  Arrnv  because  thev  trust  vou. 

When  recruiters  cross  the  line  and 
compromise  their  professional  relation- 
ships, they  have  compromised  Amer- 
ica’s trust  in  Army  recruiting  and, 
ultimately,  in  the  Army  that  defends 
Americans.  They  have  not  only  penal- 
ized the  team,  thev  may  have  lost  the 
game.  ^ 
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Direction,  meaning, 
purpose:  l 


Values  answer  the  question, 


ccWhafs  important  to  me ?” 


by  WaiTcn  Nielsen,  USAREC 
Quality  Manager 


Values  are  like  lighthouses; 
they  are  signals  giving  us  di- 
rection, meaning,  and  pur- 
pose. They  also  act  like  anchors  that 
stop  us  from  drifting  away  from  our 
fundamental  beliefs.  Organizations 
and  individuals  must  take  the  time  to 
surface  their  values  and  ensure  that 
their  actions  reflect  their  beliefs. 

The  headlines  in  the  Sept.  1 1,  1997, 
USA  Today,  read  “Army  adds  ‘values’ 
to  training.”  We  know  that  duty, 
honor  and  country  are  important 
Army  values,  but  what  are  values? 
Webster’s  Dictionary  defines  values  as 
“a  principle,  standard,  or  quality  con- 
sidered inherently  worthwhile  or  desir- 
able.” The  root  for  value  is  valor,  which 
means  strength.  Values  are  sources  of 
strength,  because  they  give  people  the 
power  to  take  action.  Values  are  deep 
and  emotional  and  often  difficult  to 
change. 

A person’s  values  answer  the  ques- 
tion, “What’s  important  to  me?”  Out- 
values are  the  deep-seated,  pervasive 
standards  that  influence  almost  even' 
aspect  of  our  lives:  our  moral  judg- 
ments, our  responses  to  others,  and 
our  commitments  to  personal  and  or- 
ganizational goals.  We  all  have  belief 
systems  we  live  by.  We  are  motivated 
and  make  decisions  based  on  these  be- 
lief systems  and  values. 


We  know  today  that  high-achieving 
men  and  women  who  are  universally 
respected  are  ven'  clear  about  their  val- 
ues, and  they  refuse  to  compromise 
them  for  any  reason.  Unsuccessful  and 
unhappy  people,  on  the  other  hand, 
are  very  fuzzy  about  their  values  or 
have  no  values  at  all.  These  people  are 
not  sure  what  to  do  from  one  time  to 
the  next.  One  of  the  most  important 
things  that  you  can  ever  do  in  life  is  to 
develop  clear,  positive  values  and  then 
organize  your  life  around  them. 

Values  arc  the  important  and  stable 
ideas,  beliefs,  and  assumptions  that 
make  us  who  we  are  and  can  be  ob- 
served in  our  behavior.  They  represent 
the  general  idea  that  we  strive  to  meet 
in  our  life,  such  as:  collaboration,  crea- 
tivity dignity,  justice  and  freedom.  Val- 
ues are  influenced  by  many  different 
things.  The  most  common  are:  par- 
ents, home  life  and  childhood  experi- 
ences, religion,  regions  of  the  country 
(where  you  were  born,  raised  or  re- 
side), educational  system,  media,  and 
significant  others. 

You  develop  the  values  that  lead  to 
an  extraordinary,  happy,  exciting,  and 
fulfilling  life  in  very  much  the  same 
way  that  you  learn  a subject  or  develop 
any  athletic  or  physical  ability:  If  your 
values  have  drifted  and  need  refocus- 
ing try  these  five  steps  recommended 
by  Brian  Tracy,  renowned  sales  trainer 
and  motivator: 
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1.  Decide  upon  the  value  that  you 
wish  to  internalize  and  make  part  of 
your  character. 

2.  Visualize  yourself  acting  consis- 
tently with  that  value  in  a life  situation. 

3.  Affirm  and  talk  to  yourself  and 
others  about  the  importance  and  appli- 
cation of  this  value. 

4.  Confront  difficult  situations  as  if 
you  already  had  this  value.  You  behave 
like  a man  or  woman  of  character, 
even  if  you  might  be  tempted  to  be- 
have otherwise. 

5.  Teach,  instruct,  and  mentor 
others  especially  your  children,  fellow 
recruiters,  and  associates  on  the  impor- 
tance of  this  value  and  how  they  can 
apply  it  in  their  own  lives. 

Through  this  process  of  thought, 
visualization,  affirmation,  behavior, 
and  mentoring/teaching,  you  build  the 
values  into  your  character  as  you 
would  install  a program  on  your  com- 
puter. Also  you  can  emulate  those 
qualities  and  characteristics  that  you 
most  admire  in  people.  Reflect  on  a 
parent,  brother,  sister,  coach,  teacher, 
or  friend,  and  try  to  model  the  value 
you  see  in  that  person  as  your  own. 

Recently  the  Army  published  a 
video  entitled  “Living  Army  Values.” 
The  video  emphasized  the  seven  bed- 
rock values  of  the  Army:  loyalty,  duty, 
respect,  selfless  service,  honor,  integ- 
rity, and  courage.  Some  thoughts  and 
extracts  from  FM  22-100,  Military 
Leadership,  on  these  seven  values  are 
provided  below: 

■ Loyalty  is  being  faithful  to  a 
cause,  ideal,  or  a custom.  The 
oath  every  soldier  takes  requires 
loyalty  to  the  nation  and  involves 
an  obligation  to  support  and 
defend  the  Constitution.  Loyalty 
to  the  Army  means  supporting 
the  military  and  civilian  chain  of 
command.  Loyalty  expresses 
both  the  obligation  between 
those  who  lead  and  the  led  and 
the  shared  commitment  among 


soldiers  and  civilians  for  one 
another. 

■ Duty  is  a legal  or  moral 
obligation  to  do  what  should  be 
done  without  being  told  to  do  it. 
It  means  accomplishing  all 
assigned  and  “implied”  tasks  to 
the  fullest  of  your  ability.  Duty 
requires  willingness  to  accept  full 
responsibility  for  your  actions 
and  for  your  performance.  If 
you  lie  or  tell  a half-truth  to 
make  your  unit  look  good,  you 
may  think  you  are  doing  your 
duty  and  being  loyal  to  your 
leader  and  organization.  In 
actuality,  you  are  being 
dishonorable  and  unethical, 
neglecting  your  duty  to  the 
Army  and  the  nation.  Those 
assigned  to  the  Recruiting 
Command,  military  or  civilian, 
must  always  do  their  duty  with 
honor. 

■ Respect  means  to  consider 
worthy  of  high  regard.  The  need 
for  self-respect  and  the  need  to 
respect  others  around  you  (at 
least  those  who  respect  you)  is 
fundamental  to  human  relations. 
If  you  do  not  respect  yourself 
you  automatically  categorize 
yourself  as  unworthy  of  high 
regard  or  deserving  to  be  held  in 
low  esteem. 

■ Selfless  Service  requires  you  to 
put  the  recruiting  mission  ahead 
of  personal  self-gain,  personal 
advantage,  and  self-interests. 

This  value  is  necessary  to 
develop  teamwork. 

■ Integrity  and  Honor  are 
perhaps  the  most  respected  and 
valued  qualities  of  a person. 
Virtually  all  your  success  in  life  is 
determined  by  your  relation- 
ships, (by  the  people  who  know, 
like,  and  believe  in  you).  Trust  is 
the  basis  of  all  long-lasting 
relationships,  and  integrity  is  the 
basis  of  trust.  There  are  two 
fundamental  ways  to  build  trust 


in  vourself:  set  a goal  and 
achieve  it,  make  a promise  and 
keep  it.  Integrity  means  simple 
that  you  keep  vour  word  and  do 
what  you  sav  you  w ill  do. 
Integrity  also  means  that  people 
can  absolutely  relv  on  you  to  do 
w'hat  is  right  in  all  circumstances. 
Honor  is  a keen  sense  of 
personal  and  ethical  conduct 
based  and  derived  from  the 
highest  level  of  individual 
integrity  and  reputation. 

■ Courage  is  the  willingness  to  go 
forward  in  the  face  of 
uncertainty;  the  willingness  to 
launch  a project  with  no 
guarantee  of  success.  Winston 
Churchill  once  said,  “Courage  is 
the  foremost  of  the  virtues,  for 
upon  it  all  others  depend.”  The 
greatest  enemy  of  our  success, 
the  greatest  obstacle  to 
becoming  everything  you  are 
capable  of  becoming,  has  ahvays 
been  the  emotion  of  fear.  It  is 
fear  of  failure,  the  fear  of 
rejection,  the  fear  of 
embarrassment,  and  the  fear  of 
ridicule  that  holds  us  back.  You 
develop  courage  by  making  a 
habit  of  confronting  your  fears. 
Just  as  we  become  cowardly  by 
backing  away  or  avoiding  the 
things  and  people  we  fear,  we 
become  courageous  by 
confronting  them  and  dealing 
with  them  in  a straightforward 
way. 

Your  personal  success  revolves 
around  the  development  of  your  own 
character.  You  develop  your  character 
by  thinking  clearly  about  the  values 
that  are  most  important  to  you  and 
then  practicing  those  values  on  every 
occasion  until  they  lock  into  your  sub- 
conscious mind  and  become  a part  ot 
your  personality. 

Alexander  Hamilton  once  said, 
“Those  who  stand  for  nothing  may  tall 
for  anything.”  Stand  tall  with  your 
own  personal  value  system  and  be- 
come  a lighthouse  for  others. 
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Dropping  in 


— Golden  Knights  jump  into  presidential  ceremony 


by  Tom  Ticman,  USAREC  Advertising  and  Public  Affairs 

The  US  Army  Parachute  Team,  the  ‘ Golden 
Knights,”  dropped  in  on  their  most  famous  student  — for- 
mer President  George  Bush  — during  the  Nov.  6 dedication 
ceremonies  for  his  presidential  library  and  museum. 

As  the  ceremony  drew  to  a close,  Bush’s  son  Jeb,  master 
of  ceremonies  and  President  of  the  George  Bush  Presidential 
Library  Foundation,  directed  the  crowd  to  look  skyward  to 
the  left  of  the  museum.  Shortly,  the  first  of  12  members  of 
the  Golden  Knights  appeared  in  the  clear  blue  sky  over  the 
library  site  located  at  Texas  A&M  University  in  College  Sta- 
tion, Texas. 

The  crowd  applauded  and  cheered  as  the  yellow  and  black 
parachute  opened  and  parachutist  SGT  Chris  Talbert  began 
performing  aerobatics  while  trailing  red  smoke.  Jeb  Bush 
joked  his  family  had  a difficult  time  convincing  the  41st 
president  not  to  jump  with  the  team. 


As  Talbert  floated  toward  the  museum  grounds  earning 
the  American  flag,  the  Army  Chorus  from  the  Military  Dis- 
trict of  Washington  sang  a medley  of  patriotic  songs,  includ- 
ing “God  Bless  the  USA.”  On  stage,  Bush  could  be  seen 
demonstrating  for  First  Lady  Hillary  Rodham  Clinton  the 
steering  techniques  he’d  learned  during  his  own  jump  with 
members  of  the  Golden  Knights  just  seven  months  earlier. 

The  Golden  Knights’  relationship  with  the  former  presi- 
dent began  during  the  1989  festivities  marking  his  inaugura- 
tion as  the  nation’s  chief  executive.  Later,  when  Bush,  a 
World  War  II  Navy  aviator  who  was  shot  down  in  the  Pa- 
cific, decided  he  wanted  to  fulfill  at  53-year-old  promise  to 
one  day  make  a second  parachute  jump,  he  called  upon  the 
Golden  Knights  to  instruct  and  help  him. 

Bush’s  first  parachute  jump  occurred  on  Sept.  2,  1944, 
when  his  Avenger  bomber  was  shot  down  by  the  Japanese 
after  he  had  completed  a successful  bombing  run  over  the 
tiny  Pacific  island  of  Chichi  Jima.  As  his  chute  deployed,  it 
was  caught  against  the  plane  smashing  his  head  against  the 
fuselage  before  it  ripped  free  of  the  smoking  aircraft.  The 
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future  president  paddled  against  the  current  for  hours  before 
being  rescued  by  an  US  submarine. 

“This  is  the  first  time  I’ve  every  been  really  nervous,”  re- 
ported SFC  Shane  Hollar,  the  team  leader  for  the  jump.  “I 
wanted  everything  to  go  perfectly.  This  was  a momentous 
occasion  with  all  those  presidents  sitting  on  the  stage. 

“I  was  glad  to  be  on  the  ground  and  have  it  over  with.” 

The  team  then  brought  a spectacular  conclusion  to  a his- 
ic  and  moving  ceremony  as  10  jumpers  exited  the  plane 
as  a group.  Trailing  red  smoke  they  fell  nearly  a mile  before 
separating  to  cause  a star  burst  effect  in  the  sky.  The  crowd, 
including  President  Bill  Clinton,  roared  their  appreciation  as 
they  jumped  to  their  feet  for  a standing  ovation. 

The  jump,  which  marked  the  opening  of  the  new  presi- 
dential library  and  museum,  also  marked  the  end  of  a 20- 
year-career  for  the  only  team  member  to  participate  in  all 
three  events  involving  Bush.  LTC  Danny  Greene  turned 
over  command  of  the  team  Nov.  14  at  Fort  Bragg,  N.C. 

More  than  20,000  people  attended  the  hour-long  cere- 
mony including  former  first  ladies  Barbara  Bush,  Nancy 
Reagan,  Rosalyn  Carter,  Betty  Ford,  and  Lady  Bird 
Johnson.  Caroline  Kennedy  Schlossberg  represented  her  fa- 
ther’s administration,  while  David  Eisenhower  and  Julie 
Nixon  Eisenhower  represented  the  Eisenhower  and  Nixon 
administrations. 

The  Reverend  Billy  Graham,  whom  former  President 
Bush  referred  to  as  the  “nation’s  pastor,”  led  the  crowd  in 
prayer  at  the  beginning  and  conclusion  of  the  hour-long 
ceremony. 

Texas  Governor  George  W Bush,  the  former  president’s 
eldest  son,  opened  welcome  those  attending  which  included 
the  governor’s  other  brothers  and  sister,  other  members  of 
the  Bush  family  former  Vice-President  and  Mrs.  Dan 
Quavle,  members  of  the  Bush  presidential  cabinet,  retired 
General  Colin  Powell,  and  former  world  leaders  including 
former  Prime  Ministers  John  Major  of  England  and  Brian 
Mulroney  of  Canada  and  Lech  Walesa,  former  president  of 
Poland.  Also  attending  were  several  governors,  senators,  and 
members  of  Congress,  Bush  supporters  and  friends,  and 
Hollywood  and  Nashville  stars  including  Kevin  Costner, 
Chuck  Norris,  Gerald  Mcllaney,  Arnold  Schwarzenegger, 
Crystal  Gale,  Loretta  Lynn,  and  Wayne  Newton. 

While  in  the  College  Station  area,  the  Golden  Knights  as- 
sisted local  recruiters  giving  high  school  presentations  and 
jumping  into  a local  high  school  football  game  and  the 
Texas  A &M- Baylor  match-up. 

The  team  also  toured  the  museum  the  evening  prior  to 
the  event.  Inside  the  69,000-square-foot  facility,  their  for- 
mer student  was  eager  to  show  them  the  display  highlight- 
ing his  March  25  jump  at  Yuma  Proving  Ground.  The 
former  president  posed  with  the  team  under  the  rainbow- 
colored  canopy  that  he  had  used  during  Operation  Second 
Look,  as  the  Yuma  jump  was  called. 

“We  were  all  excited  and  honored  to  do  this  for  President 
Bush,”  Hollar  concluded,  summing  up  the  team’s  feelings. 


The  George  Bush  Library  (photos  by  Greg  Calidonna) 


Library  and  Museum 

The  George  Bush  Presidential  Library  and  Museum  is  a 
69,000-square-foot,  state-of-the  art  facility  dedicated  to 
the  preservation,  research,  and  exhibit  of  the  official  re- 
cords, personal  papers,  and  memorabilia  of  the  former  presi- 
dent. 

The  museum  traces  Bush’s  life  from  his  birth  in  Milton, 
Mass.,  through  his  parachute  jump  last  March.  Although 
the  former  president  apologized  to  his  late  mother,  Dorothy, 
because  he  thought  there  might  be  too  much  bragging 
about  his  accomplishments,  the  museum’s  Desert  Stomi  dis- 
play does  anything  but  brag  about  his  role  in  the  operation. 
The  section  instead  salutes  the  courage  and  professionalism 
of  the  nation’s  service  members.  The  display  includes  life- 
size  sculptures  of  US  sendee  men  and  women  performing 
various  roles  in  the  Persian  Gulf  and  several  letters  he  re- 
ceived from  troops  during  and  after  the  conflict. 

Other  displays  include  a restored  Avenger  aircraft  like  the 
one  Bush  flew  over  the  Pacific  during  World  War  II, : a sec- 
tion of  the  Berlin  Wall,  and  replicas  of  the  former  presi- 
dent’s Camp  David  and  Air  Force  One  offices. 

One  of  the  most  popular  displays  for  the  museum’s  first 
visitors  is  a video  entitled  “The  Bushes  Unplugged.  ” The 
film  includes  the  former  president’s  appearance  on  Satur- 
day Night  Live  with  Dana  Garvey  and  shows  a humorous 
slide  of  George  and  Barbara  Bush. 
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The  Way  I See  It 


Vision  implies  change.  Change  is  upon  us.  We  are  better  off 
to  participate  in  change  and  to  help  shape  it  than  to  be  dragged 
along  bv  change.  You  can  help  shape  the  future  and  make  it  bet- 
ter. You  know  your  job  better  than  anyone.  What  are  your  ideas 
for  improving  operations?  Share  them  on  the  space  below  and 
mail  this  according  to  the  instructions  on  the  back  of  this  form, 
postage  free. 


Please  be  as  detailed  as  possible  when  citing  examples  for  im- 
provement. Recruiters,  support  staff,  and  family  members  are 
encouraged  to  use  this  space  to  voice  ideas  and  concerns.  If  you 
desire  a direct  response  to  your  comments  or  suggestions, 
please  include  your  name  and  address.  Names  are  not  required. 


Teamwork:  Working  together  as  a team,  we  can  Command.  All  forms  are  mailed  to  and  received  di- 
accomplish  more  than  working  as  individuals.  Share  rectly  by  the  USAREC  Chief  of  Staff,  Fort  Knox,  Ky. 
your  vision  for  the  future  of  the  US  Army  Recruiting 

HQ  USAREC  Fm  1825,  Rev  1 Feb  96  (Previous  editions  are  obsolete.) 
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Fold  here  first 


Seeking  the  best 
for  the  Army  and 
the  individual 


Commentary  by  SGT  Donald  Spar  Its, 
Army  News  Sendee 

When  I was  a drill  sergeant 

and  did  a task  for  a soldier,  he  or  she 
would  normally  reply,  “Thank  you, 
drill  sergeant.” 

Expressing  my  gratitude,  I answered 
back  with  a thunderous,  “Don’t  thank 
me.  Thank  your  recruiter!” 

Now,  I’m  not  sure  which  drill  ser- 
geant invented  that  phrase,  but  I’m 
sure  it  was  his  way  of  saying  that  your 
recruiter  is  responsible  for  having  you 
here  and  whatever  gratification  or  dis- 
satisfaction you  get,  you  can  blame 
him. 

As  a drill  sergeant,  sometimes  you 
look  at  soldiers  and  wonder  how  in 
the  world  they  got  in  the  Army. 

The  object  of  your  constant  criti- 
cism is  focused  on  the  soldier  who’s  re- 
sponsible for  bringing  these  kids  in  the 
Army  — the  recruiter. 

I’ve  had  soldiers 
who  were  over- 
weight, had  family 
or  psychological 
problems,  and 
were  plain  unfit  to 
wear  the  uniform, 
and  I said  to  mv 
colleagues,  “How 
did  that  recruiter 
allow  this  soldier 
to  enlist?  It  must 


be  real  bad  out  there  and  they’re  des- 
perate to  meet  their  quotas.” 

That  was  then. 

Now  after  walking  in  the  recruiter’s 
shoes,  I have  a new  perspective  on  the 
recruiter’s  mission  — to  sell  the  Army. 

An  Army  which  is  the  greatest  equal 
employment  opportunity  employer  in 
the  nation.  An  Army  which  has  turned 
or  changed  the  lives  of  thousands  of 
men  and  women  around. 

An  Army  right  now  which  is  under- 
going a critical  moment  in  its  history. 

Throughout  all  the  recent  negative 
media  about  the  military,  somehow  a 
recruiter  must  paint  a positive  picture 
of  the  “Green  Machine.” 

He’s  not  looking  for  just  a “bodW 
but  for  the  best  qualified  candidate  to 
enlist.  He’s  getting  up  early  and  com- 
ing home  late.  He’s  faced  with  rejec- 
tion on  a daily  basis,  yet  somehow  the 
recruiter  remains  charismatic  and 
drives  on. 

He  knows  there  are  drill  sergeants 
out  there  who  hate  him  and  despise 
his  work,  but  what  would  all  those 
drill  sergeants  do  if  they  didn’t  have 
any  troops  to  train? 


What  would  that  squad  leader,  pla- 
toon sergeant,  company  and  battalion 
commander  do  without  troops  to  lead? 

I’ll  tell  you. 

We’d  all  be  unemployed.  Each  sol- 
dier wearing  a uniform  was  impressed 
by  the  clean-cut,  articulate  soldier  in 
green,  a recruiter,  as  he  told  the  Army 
story. 

After  enlisting,  some  may  believe 
they  were  misled  bv  their  recruiter,  but 
for  the  most  part  evervthing  the  re- 
cruiter said  was  true. 

The  recruiters  warned  potential  re- 
cruits about  the  “big,  bad,  barking 
drill  sergeants.”  They  told  them  they 
would  be  forced  to  do  more  push-ups 
than  their  feeble  bodies  could  handle. 
But  they  also  told  them  they  would  be 
serving  our  country. 

Instead  of  throwing  a monkey 
wrench  in  the  recruiter’s  mission, 
maybe  we  (soldiers)  should  aid  him  by 
telling  only  positive  stories  about  the 
Army. 

As  a soldier,  noncommissioned  offi- 
cer and  leader,  I want  to  thank  recruit- 
ers, both  publicly  and  privately. 

Maybe  everyone  else  should  too. 


“How 
did  that 
recruiter 
allow  this 
soldier  to 
enlist?”  I 
asked. 


Recruiters  as  career 


makers : 
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Safety 
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One  sticker  that 
won’t  go  away 


by  Mickey  Gattis,  USAREC  Safety  Office 

Catch  a thorn  in  your  finger  and  pretend 
it’s  not  there.  It’s  not  possible.  Accidents 
involving  government  owned  vehicles  (GOV) 
are  like  thorns  — they  still  persist  until  it’s 
stopped. 

A soldier’s  well-being,  the  loss  of  time,  equipment 
and  money,  are  resources  that  USAREC  cannot  afford 
to  lose  in  the  face  of  the  Army’s  dollar  shortage.  The 
debt  in  FY  97  from  GOV  accidents  was  substantial: 
1,532  accidents,  56  reported  injuries,  and  a cost  of  2.4 
million  in  GOV  repair  cost. 

The  FY  97  debt  from  GOV 
accidents  is  substantial:  1,532 
accidents,  56  reported  injuries,  and 
a cost  of  $2.4  million  in  GOV  repair 
cost. 

Risk  Assessment  Worksheet 

The  USAREC  Safety  Office,  with  support  from  the 
EIQDA  Safety,  has  developed  a new  tool : the 
USAREC  Risk  Assessment  Worksheet  for  Driver 
Operation  (USAREC  Form  1 144)  for  GOV 
operations.  Now  available  throughout  the  command, 
this  tool  helps  drivers  become  more  aware  of  hazards 
associated  with  operating  a GOV,  to  estimate  their 
individual  risk  of  having  an  accident,  and  choose 
controls  that  will  lower  their  risk.  This  form  can  be 


ordered  through  normal  publication  channels  and  should 
be  kept  in  the  GOV  logbook. 

The  USAREC  Risk  Assessment  Worksheet  for  Driver 
Operation  can  help  reduce  costly  GOV  accidents,  reduce 
injuries,  and  save  lives,  but  it  is  only  a tool.  The  kev  to 
GOV  driving  safety  is  based  on  the  efforts  of  everv  station 
commander,  the  company  leadership  team,  and  the 
battalion  leadership  team.  Their  actions  can  change  the 
recruiter’s  attitudes  about  GOV  hazards  and  driver  safety. 
Contrary  to  belief,  accidents  are  not  a cost  of  doing 
business. 

Lowest  accident  rate  for  Portland 

The  Portland  Recruiting  Battalion  achieved  the  lowest 
accident  rate  in  the  3rd  and  4th  quarter  of  FY  97.  In  the 
3rd  quarter  the  Portland  Battalion  had  no  GOV  accidents 
and  no  damage  costs.  In  the  4th  quarter  of  FY  97  the 
Portland  Battalion  spent  a mere  $3,185  for  GOV  accident 
repairs.  The  battalion  experienced  a total  of  five  GOV 
accidents  during  the  4th  quarter  of  FY  97,  with  three  of 
their  vehicles  being  hit  while  unattended  in  parking  areas. 

During  FY  97,  our  recruiting  battalions  averaged  33.3 
accidents  at  a cost  of  more  than  $52,231.73  per  battalion. 
The  top  three  battalions  with  the  fewest  number  of 
accidents  were: 

• Atlanta  Battalion  — 11  GOV  accidents 

• Des  Moines  Battalion  — 14 

• Tampa  Battalion  — 17 

The  top  three  battalions  with  the  lowest  total  damage 
repair  cost  were: 

• Denver  Battalion  — $23,919 

• $outhern  California  Battalion  — $26,618 

• $alt  Fake  City  Battalion  — $27,505 

Cohen's  vision  is  zero 

Zero  accidents  are  a possibility  — this  is  William  5. 
Cohen’s  vision.  On  July  2,  1997,  5ecretary  of  Defense 
William  $.  Cohen  signed  the  FY  1999-2003  Defense 
Planning  Guidance  (DPG).  For  the  “first  time”  there  is  a 
specific  section  on  safety  and  occupational  health  and  the 
DoD’s  accident  prevention  goal.  It  states,  “Fund  risk 
management  strategies  are  towards  achieving  a near  term 
goal  of  zero  Class  A accidents  ...  .” 

The  real  work  of  accident  prevention  is  done  by 
commanders,  managers,  and  leaders  at  all  levels;  not  by  the 
$afety  Office  or  the  field  5afety  Officers  and  NCOs.  It’s  up 
to  you  to  stop  GOV  accidents. 
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What  do  prospects  want  in  an  enlistment 
package?  We  asked  them! 


by  Claudia  Beach,  Program  Analysis  and 
Evaluation  Directorate 

linking  attitudes  and  behavior  is 
an  important  step  toward  gaining 
new  insights  into  how  to  sell  the 
Army  to  your  prospects.  Program 
Analysis  and  Evaluation  (PAE)  re- 
searchers just  completed  new  re- 
search in  this  area. 

A research  technique  called  choice- 
based  conjoint  analysis  allowed  PAE 
to  determine  what  the  prospects  feel 
are  the  most  important  attributes  of 
the  Army  enlistment  package  and 
how  important,  or  unimportant,  in- 
centives are  to  the  enlistment  deci- 
sion. First,  a little  bit  of  technical 
background,  then  the  insights  gained 
from  this  research. 

The  study  surveyed  500  “high  qual- 
ity” individuals  across  the  country. 
They  were  selected  based  on  their 
grades  during  the  last  two  years  of 
high  school  (mostly  A’s  and  B’s)  as 
well  as  race/ethnic  group  and  gender 
(70  percent  male,  30  percent  female) 
so  the  results  could  be  generalized  to 
the  entire  high  quality  market. 

Each  individual  saw  20  screens  simi- 
lar to  the  chart  below  and  had  to 
choose  one  of  the  “packages”  from 
each  screen. 


Once  their  choices  were  collected, 
PAE  was  able  to  mathematically  cal- 
culate the  relative  importance  of 
MOS,  enlistment  term,  and  incen- 
tive to  different  segments  of  the 
population.  We  could  also  determine 
their  “trade  off’  values  at  different 
levels  of  enlistment  bonus  and  Army 
College  Fund  (ACF). 

The  insights  in  general 

The  first  major  insight  we  gained 
was  that  MOS  is  the  most  important 
attribute  of  the  Army  enlistment 
package.  We  couldn’t  represent  even’ 
one  of  the  200  plus  entry-level 
MOSs  the  Army  offers,  so,  instead 
we  grouped  them  into  seven  catego- 
ries. 

Military/Counter  Intelligence  or 
Psychological  operations  was  chosen 
about  27  percent  of  the  times  it  was 
presented. 

□ Administrative  or  professional  jobs 
(24  percent) 

□ Medical  jobs  (23  percent)  were  the 
second  and  third  most  popular  job 
choices. 

□ Electronic  systems  was  the  fourth 
most  popular  (21  percent). 

The  three  least  popular  choices  were 
Engineering/Chemical  operations 
(19  percent),  Mechanical  and 
Aircraft  Maintenance  ( 18  percent), 
and  Infantry,  Artillery,  or  other 
combat  related  jobs  (15percent). 


Wc  also  looked  at  different  segments 
of  the  market  and  these  preferences 
changed  according  to  the  segment. 

I’ll  address  those  insights  a little  later. 

Incentives  are  the  second  most  im- 
portant attribute,  with  all  levels  of 
ACF  dominating  the  other  incen- 
tives. The  first  group  consisted  of  a 
low,  medium,  or  high  level  ACF 
amount.  The  second  group  included 
a low,  medium,  or  high  level  enlist- 
ment bonus  (EB).  The  third  group 
of  incentives  consisted  of  participa- 
tion in  a loan  repayment  program 
(LRP),  choice  of  unit  or  location  in 
duty  assignment  plus  S 14,500  on 
the  GI  Bill,  or  just  $14,500  on  the 
GI  Bill. 

In  aggregate,  the  three  ACF  choices 
were  the  most  popular  incentives  in 
order  of  dollar  amount.  The  EB 
group  was  the  second  choice  and  fol- 
lows the  same  pattern.  The  third 
group  of  incentives  were  the  least 
popular  choices. 

These  preferences  did  not  change  ac- 
cording to  the  segment. 

Term  of  service  was  the  least  impor- 
tant attribute.  Most  respondents  pre- 
fer shorter  enlistment  periods  to 
longer  enlistment  periods.  Elowever, 
the  range  between  a two-year  enlist- 
ment and  a six-year  enlistment  is 
onlv  about  four  percentage  points. 
Statistically  speaking,  this  is  a weak 
relationship.  Also,  respondents 
might  assume  that  bigger  incentive 
packages  (i.e.,  $40,000)  require 
longer  enlistments;  hence,  their  en- 
listment response  reflects  an  assumed 
long-term  obligation. 

Insights  by  gender  and 
race/ethnic  group 

We  looked  at  the  results  in  three 
ways:  by  gender,  by  race/ethnic 
group  and  by  propensity  group. 

Let’s  look  at  the  gender  and  race/ 
ethnic  group  segments  first. 


Medical  jobs 
such  as  nurse, 
radiology,  or 
pharmacy 
specialist 

Military/Counterin- 
telligence, or 
psychological 
operations 
such  as 
interrogation 
and  decoding 

Administrative 
or  professional 
jobs  such  as 
finance, 
accounting,  or 
chaplain 
assistant 

NONE  OF 
THESE 

1 would  not  join 
the  Army  given 
only  these  3 
choices 

Enlist  for  2 
years 

Enlist  for  6 
years 

Enlist  for  3 
years 

$2,000  bonus 
for  signing  up 

$14,500  for 
college  on  the 
GI  Bill 

Unit  or  location 
of  your  choice 
and  $14,500  for 
college  on  the 
GI  Bill 
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Keeping  in  mind  that  MOS  is  the 
most  important  attribute,  the  graph 
above  depicts  the  marked  difference 
in  MOS  category  preferences.  Males’ 
top  three  choices  are  mili- 
tary/counter intelligence,  or  psycho- 
logical operations,  electronic  systems 
operation  and  maintenance,  and  engi- 
neering, chemical  operations,  and 
ammunition. 

In  contrast,  women’s  top  three 
choices  are  medical  jobs,  administra- 
tive or  professional  jobs  and  mili- 
tary/counter intelligence,  or 
psychological  operations.  Though 
they  do  share  one  category,  females 
chose  military/counter  intelligence, 
or  psychological  operations. 

The  software  also  allowed  some  “in- 
feasible” choices,  in  particular,  pre- 
senting combat  arms  MOS  choices 
to  women.  Although  there  has  been 
much  hue  and  cry  over  the  gender  in- 
tegration issue  at  VMI  and  the  Cita- 
del, only  6 percent  of  “high  quality” 
women  are  interested  in  combat 
arms  MOS. 

Since  only  20  percent  of  all  “high 
quality”  enlisted  accessions  are 
women,  the  proportion  that  would 
be  interested  in  combat  arms  is  even 
smaller  (20  percent  female  accessions 
X 89  percent  HSDG  females  X 66.7 
percent  I-III A females  X 6 percent 
females  interested  in  combat  arms) 

— less  than  1 percent  (or  approxi- 
mately 100  enlistees). 


Moving  on  to  race/ethnic  segments, 
you  see  that  there  isn’t  a lot  of  differ- 
ence between  the  top  three  MOSs 
preferred  by  each  segment. 

Insights  by  propensity  group 

Finally,  we  grouped  individuals  by 
propensity  category,  but  we  defined 
those  categories  a little  differently 
than  in  the  Youth  Attitude  Tracking 
Study  (YATS).  Instead  of  grouping 
the  “probably  would  join  the  Army” 
and  “definitely  would  join  the 
Army”  categories  together  (as  well 
as  the  “probably  would  not  join”  and 
“definitely  would  not  join”),  we  cre- 
ated three  categories. 

The  low  propensity  category  include 
only  those  who  answered  “definitely 
would  not  join  the  Army;”  the  high 
propensity  category  included  only 
those  who  answered  “definitely 
would  join  the  Army;”  the  middle 
propensity  category  included  those 
who  answered  “probably  would 
join”  or  “probably  would  not  join.” 

The  reasoning  behind  this  grouping 
is  that  the  middle  propensity  cate- 
gory are  the  undecided.  They  are  the 
ones  who  may  decide  favorably  if 
they  were  offered  the  right  enlist- 
ment package. 

The  low  propensity  group  is  the  larg- 
est group.  We  nicknamed  it  the  “all 
or  nothing”  group.  They  prefer  only 
three  MOS  categories:  Medical  jobs, 
military/counter  intelligence,  or  psy- 


chological operations  or  administra- 
tive or  professional  jobs. 

And,  only  the  highest  ACF  amount 
interests  them.  Talk  to  them  about 
an  MOS  in  any  other  group  and 
they’ll  turn  you  off.  Though  ACF  in- 
terests them,  they  might  not  enlist 
even  with  this  incentive. 

The  middle  propens ity  group  are  the 
ones  on  the  fence.  This  group  pre- 
fers skills  MOS.  The  military/ 
counter  intelligence,  or  psvchologi- 
cal  operations  group  interests  them 
the  most,  followed  bv  medical  jobs. 

And,  they  don’t  rule  out  combat 
arms  MOS.  Seventeen  percent  of 
this  group  chose  the  combat  arms. 
The  most  favored  incentive  is  the 
ACF.  So,  it  looks  like  you  recruiters 
could  persuade  many  of  this  group 
to  choose  from  these  MOS  groups 
and  use  the  ACF  to  close  the  sale,  if 
need  be. 

The  smallest  group,  which  we  nick- 
named the  Rambo  group,  had  the 
greatest  range  of  MOS  selection. 
Combat  arms  ranked  as  the  third 
choice  among  the  MOS  groups, 
with  24  percent  choosing  it.  The 
MOS  group  most  often  selected  was 
military/counter  intelligence,  or  psv- 
chological  operations,  at  29  percent. 
We  looked  at  this  group  a little 
harder  and  found  that  males  pre- 
ferred the  40  K ACF,  if  an  incentive 
was  needed.  The  ACF  and  the 
$12,000  enlistment  bonus  were 
equally  important  to  Hispanics  in 
this  segment. 

So  what? 

This  research  is  significant  because 
it’s  the  first  time  we’ve  gone  directly 
to  the  prospects  and  asked  them 
what  they’d  choose.  Though  the  re- 
sults discussed  here  aren’t  compre- 
hensive, we  hope  they  will  help  you 
fine  tune  your  sales  presentations. We 
have  more  research  underway  which 
is  exploring  incentives  among  the 
four  services  and  competition  with 
civilian  opportunities.  As  we  get  the 
results,  we’ll  pass  our  findings  on  to 
you  in  future  issues  of  the  Journal. 
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Prospecting  is  the  key  to  success 

For  Army  Reserve  recruiters,  this  means  spending  time 
in  your  TPUs  to  ask  for  referrals  and  develop  COIs. 

Drill  weekends  are  the  absolute  best  opportunity  to  maxi- 
mize your  efforts  and  meet  a large  number  of  people 
who  can  help  you  spread  the  Army  story.  Many  soldiers 
in  these  units  are  influential  members  of  the  community, 
such  as  school  teachers  and  business  people.  By  asking 
these  individuals  to  provide  referrals,  recruiters  can 
greatly  enhance  their  market  penetration.  At  the  same 
time,  your  presence  gives  you  better  visibility  in  your 
TPUs  and  adds  to  your  credibility  — that  you  are  an 
Army  Reserve  recruiter  who  does  follow-up  on  the 
soldiers  you  recruit. 

Station  commanders  can  support  their  Army  Reserve 
recruiters  by  recognizing  that  TPU  visits  are  valuable 
prospecting  tool  that  can  generate  leads  for  both  the 
Army  Reserve  and  the  Active  Army. 

Selected  Reserve/Guard  Dental  Program  Opens 

The  Department  of  Defense  is  trying  to  spread  the 
word  to  Selected  Army  Reserve  soldiers  and  National 
Guardsmen  about  the  new  TRICARE  Selected  Reserve 
Dental  Program  (TSDRP).  It  will  be  available  to  them 
as  of  October  1,  1997.  Here  are  the  basics  of  the  pro- 
gram. 

• The  premium  is  $4.36  per  month  (this  represents  40 
percent  of  the  true  program  premium;  the  other  60 
percent  is  funded  by  the  Defense  Department). 

• The  program  covers  only  the  Selected  Army  Reserve 
and  Guard  personnel  who  have  at  least  12  months  of 
service  remaining;  it  does  not  cover  family  members. 

• There  is  no  cost  share  for  covered  diagnostic,  preven- 
tive, and  emergency  services. 

• For  covered  restorative  services  (such  as  fillings), 

E-4s  and  below  will  pay  a 10  percent  cost-share,  and 
E-5s  and  above  will  pav  20  percent. 

• For  covered  oral  surgery  (such  as  extractions),  E-4s  and 
below  will  pav  a 30  percent  cost  share;  E-5s  and  above 
will  pay  40  percent.  There  is  no  deductible. 

The  maximum  benefit:  Benefit  payments  are  capped  at 
$1,000  per  enrollment  year.  The  enrollment  is  entirely 
voluntary  on  the  member’s  part.  Initial  enrollment  is  for 
12  months.  In  cases  where  the  serviemember  does  not 
routinely  receive  drill  pay,  four  months’  worth  of  premi- 
ums are  required  for  enrollment.  After  the  first  year,  par- 
ticipants will  be  able  to  continue  coverage  on  a 
month-to- month  basis. 

Army  Reserve  servicemembers  in  pav  billets  who 
choose  to  enroll  will  have  the  monthly  premium  with- 
held from  their  monthly  drill  pay.  Other  participants  will 
be  billed  by  Humana.  Humana  has  representatives  man- 
ning a toll-free  telephone  number  (1-800-21 1-3614) 
from  8 a.m.  to  6 p.m.  (EST),  Monday  through  Friday, 
to  answer  questions  about  the  program. 


USAR  Technical  Warrant  Officer  Production  For  FY97 

We  ended  the  fiscal  vear  at  100  percent.  It  came  down 
to  the  eleventh  hour  on  the  last  day  with  the  final  con- 
tract going  to  SFC  Steve  Raines,  which  brought  us  to 
our  assigned  goal  of  397  for  397.  All  of  us  here  at  the 
headquarters  say  “Thank  You”  to  all  of  the  Technical 
Warrant  Officer  recruiters. 

Awards 

The  Top  Recruiter  aw  ard  went  to  SFC  Kyle  Upton, 
Baltimore  Battalion;  a tie  for  runner-up  goes  to  SFC 
Johnny  Miller,  Raleigh  Battalion,  and  SFC  Beverley  De- 
Gratia,  Montgomery  Battalion.  The  Top  New  Recruiter 
award  went  to  SFC  Joseph  Malcom,  Nashville  Battalion; 
the  runner-up  for  this  award  w^as  SFC  Gary'  Stensland, 
Atlanta  Battalion.  The  Top  Brigade  award  w'ent  to  2d 
Recruiting  Brigade,  Fort  Gillem,  Ga.  Thev  had  an  out- 
standing year  achieving  85  contracts  for  a mission  of  66. 
Our  runner-up  w'as  5th  Recruiting  Brigade,  Fort  Sam 
Houston,  Texas.  They  gave  us  a respectable  87  contracts 
for  an  assigned  83.  Those  who  overproduced  their  1997 
mission  are  as  follows: 

SFC  Daniel  Romanchik  — Baltimore  Battalion 

SFC  Regena  Mata  — Columbia  Battalion 

SFC  Cosme  Romero  — Miami  Battalion 

SGT  Linda  Andis  — San  Antonio  Battalion 

SFC  Virgil  Harris  — Tampa  Battalion 

SFC  Victor  Calcano  — Tampa  Battalion 

SFC  Kimberly  Fegreus  — Great  Lakes  Battalion 

SFC  Steve  Raines  — Minneapolis  Battalion 

SFC  Michael  Lawler  — Dallas  Battalion 

SFC  Gerald  Nosky  — Houston  Battalion 

SFC  Shirley  Grier  — Sacramento  Battalion 

SFC  Felix  Delgado  — Phoenix  Battalion 

SFC  Theodore  Brown  — St.  Louis  Battalion 

SFC  Marcus  Doo  — Los  Angeles  Battalion 

SFC  Douglas  Bearinger — Des  Moines  Battalion 

Practitioners  must  have  provider  credentials  on  file 

Those  practitioners  who  are  given  the  authority  for 
making  independent  decisions  to  diagnose,  initiate,  alter 
or  terminate  a regimen  of  medical  or  dental  care  must 
have  provider  credentials  files  established.  This  includes 
physicians,  dentists,  nurse  practitioners,  nurse  anesthe- 
tists, nurse  midwives,  podiatrists,  optometrists,  clinical 
social  workers,  clinical  psvchologists,  and  physician  assis- 
tants. When  given  individual  clinical  privileges,  physical 
therapists,  occupational  therapists,  audiologists,  clinical 
dietitians,  clinical  pharmacists,  and  speech  pathologists 
are  included. 

Health  Care  recruiters  must  provide  the  gaining  reserve 
units  with  true  certified  copies  of  the  provider  creden- 
tials files,  which  are  found  in  the  officer’s  residual  applica- 
tion. The  documents  are:  current  license;  license 
verification;  certification  documents;  registration  docu- 
ments (if  applicable);  transcripts,  and  the  National  Practi- 
tioner Databank  search  results.  The  Health  Care 
recruiter  will  accompany  the  officer  to  the  assigned  unit, 
hand  carry  the  aforementioned  documents,  and  present 
them  to  the  unit  administrator.  Under  no  circumstances 
will  the  officer  be  given  the  documents  to  submit  at  the 
first  drill. 
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Fort  Bliss  soldiers 
help  put  ’em  in  boots 


Story  and  photo  by  Phil  Guerrero,  Phoenix 
Battalion  AfrPA 


ALBUQUERQUE,  N.M.  — The 
nger  Missile  System  mounted  on 
a Humvee  ventured  into  the  Albu- 
querque Company  area  for  a week  of 
recruiting  in  September. 


SSGs  Charlie  T.  Paul  and  Roger  A. 
Johnson,  6th  Air  Defense  Artillery 
Brigade,  Fort  Bliss,  Texas,  helped  the 
Army’s  effort  to  “put  ’em  in  boots.” 


Many  of  the  students  took  turns  aim- 
ing the  remote  system  at  friendly  air- 
craft from  the  nearby  Kirtland  Air 
Force  Base  and  Albuquerque  Interna- 
tional Airport. 


Gratefully,  the  missiles  and  .50  cali- 
ber machine  gun  were  inert,  but  you 
couldn’t  tell  that  from  the  look  of 
the  teens’  faces. 


Paul  and  Johnson  visited  six  high 
schools  and  discussed  their  military 
specialty  with  2,986  students.  Their 
efforts  generated  109  prospective 
leads  and  29  appointments  with  re- 
cruiters. Eight  new  soldiers  joined 
the  Army  based  on  their  recruiting 
efforts. 

Most  of  the  high  school  students 
thought  of  the  Avenger  missile  sys- 
tem and  Humvee  as  a $1.5  million 
Nintendo  set.  Of  course,  most  real- 
ized that  the  high-tech  training  the 
Army  was  offering  would  help  them 
in  their  future. 


SSG  Roger  A.  Johnson,  C Battery,  2d  Battalion,  6th  Air  Defense  Artillery  Brigade,  explains 
to  students  of  Albuquerque's  West  Mesa  High,  how  to  fly  the  Avenger  Missile  System  us- 


ing the  remote  control  device. 

mounted  on  a High  Mobility  Multi- 
purpose Wheeled  Vehicle,  Humvee. 

Avenger  has  a two-person  crew  and 
can  operate  in  day  or  night,  clear  or 
adverse  weather  conditions. 


All  recruiters  involved  stressed  the 
Army  theme  of  staving  in  school  and 
staying  off  drugs  in  order  for  the 
young  people  to  truly  be  all  they  can 
be. 


“My  ride  has  just  arrived,”  shouted 
one  young  man  at  Albuquerque’s 
West  Mesa  High.  When  fully  armed 
the  Avenger  carries  eight  Stinger  mis- 
siles along  with  the  .50  caliber  ma- 
chine gun.  With  each  Stinger  valued 
at  nearly  S80,000,  Johnson  esti- 
mated he  had  fired  30  missiles  worth 
nearly  $2.4  million. 

The  Avenger  system  is  a lightweight, 
highly  mobile,  and  transportable  sur- 
face-to-air missile  gun  system 


Energetic  recruiters  from  Fullerton  Station  were  on  hand  greeting  students  and  talking  to 
them  about  Army  opportunities  at  California  State  University,  Fullerton,  Career  Day.  SSG 
Paul  Souza  (left)  and  SSG  Robert  Brown  manned  the  exhibit  and  received  several  good 
leads  from  the  cards  filled  out  during  this  annual  event.  (Photo  by  Mary  Vogiatzis) 
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mobile  team  takes 
recruiting  on  the  road 

Story  and  photo  by  Mary  S.  Lhotsky, 

1st  Brigade  A&PA 

FORT  MEADE,  Md.  — Seven  hand- 
picked recruiters  donned  green  and 
gold  shorts  and  shirts,  slipped  on 
their  running  shoes,  packed  up  two 
freshly  washed  Humvees  and  govern- 
ment vans  with  Frisbees,  footballs, 
lanyards,  computers,  personal  be- 
longings, and  a ton  of  enthusiasm, 
and  set  out  for  four  weeks  of  high-in- 
tensity,  mobile  recruiting. 


1st  Brigade's  Mobile 
Recruiting  Team  supple- 
mented normal  recruit- 
ing efforts  by 
generating  leads  and 
conducting  sales  pres- 
entations. From  left  to 
right  are  SSG  Trena  L. 
Matthew,  New  York 
City;  SSG  Fred  Quicho- 
cho,  New  England; 

SSG  Julia  S.  Adkins, 
Beckley;  SGT  Derryn 
Knight,  Mid-Atlantic; 
SGT  Walter  Quinn,  Har- 
risburg; SFC  Gregory 
Williams,  Mid-Atlantic; 
and  SGT  Derrick  L. 
Heins,  New  England. 


Their  mission,  during  August,  was 
to  scour  the  beaches,  amusement 
parks,  ballparks,  and  other  popular 
gathering  spots  for  young  people 
throughout  the  1st  Brigade  area  in  an 
effort  to  generate  leads,  conduct 
sales  presentations,  and  initiate  enlist- 
ment processing  of  applicants. 

In  mo-person  teams,  these  recruiters 
followed  an  itinerary  that  found 
them  in  places  like  the  beach  in  At- 
lantic City,  N.J.;  the  baseball  stadium 
at  Camden  Yards,  Baltimore;  Times 
Square  and  Fire  Island  Beach,  N.Y.; 
Virginia  Beach,  Va.;  Ocean  City, 

Md.;  the  Red  Sox  Stadium,  Boston; 
Wild  Water  Kingdom  and  Dorney 
Park,  Pa. 

They  combed  the  local  newspapers, 
called  the  Chambers  of  Commerce, 


stopped  in  to  visit  the  local  police  de- 
partments. They  attended  commu- 
nity fairs,  musical  concerts,  and  ball 
games.  They  played  Frisbee  on  the 
beach,  cruised  the  boardwalks,  and 
scoped  out  the  most  popular  events 
and  community  “hot  spots.”  Their 
experience,  initiative,  instincts,  and 
resourcefulness  took  these  seven  re- 
cruiters well  beyond  their  scheduled 
itinerary. 

The  initial  mobile  recruiter  team, 
MRT,  concept  was  born  in  June  by 
SFC  Christopher  Berry,  a recruiter 
trainer  at  1st  Brigade.  Berry  pre- 
sented the  MRT  concept  to  the  lead- 
ership team  as  a way  to  boost 
production  during  fourth  quarter. 

The  idea  was  simple.  Send  four,  two- 
person  teams  of  the  sharpest  recruit- 


ers into  various  highest  density,  tar- 
get market  areas  within  the  1st  Bri- 
gade region,  armed  with  the  right 
sales  tools,  and  let  them  go  to  work 
doing  what  they  do  best  — selling 
the  Army. 

The  goal  was  to  supplement  normal 
recruiting  efforts  throughout  the  bri- 
gade and  provide  recruiters  some  ad- 
ditional leads.  All  told,  this  MRT 
achieved  their  goal  by  providing 
more  than  320  “hot”  leads  to  recruit- 
ers throughout  the  brigade  area  in 
only  four  weeks. 

It  was  no  summer  vacation  for  the 
recruiters.  The  experience  was  a lot 
of  hard  work  and  long  hours.  But 
asked  recently  if  they  had  to  do  it  all 
over  again,  they  responded  in  unison 
with  a resounding,  “HOOAH!” 


Governor  George  W.  Bush  (seated) 
kicked  off  the  TAKE  CHARGE!  Program 
for  5th  Brigade  by  signing  a proclamation 
declaring  October  1997  as  "Army  Aware- 
ness Month  for  Student  Education"  in 
Texas.  Witnesses  (standing  left  to  right) 
are:  LTC  Danny  H.  South,  Houston  Battal- 
ion commander;  LTC  Kenneth  L.  Eubanks, 
San  Antonio  Battalion  commander;  COL 
Richard  R.  Majauskas,  5th  Brigade  com- 
mander; and  LTC  Gary  D.  Mugleston,  Dal- 
las Battalion  commander.  Ten  other 
states  have  pledged  their  support  of  the 
TAKE  CHARGE!  Program.  (Photo  by  Nel  S. 
de  Leon) 
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SFC  Salvatore  J.  Sparta  visits  his  local  Reserve  Center 
in  Florence,  S.C.,  after  spending  six  days  in  the  field 
with  the  413th  Chemical  Company  on  their  annual  train- 
ing exercise. 


countered  that  luxury  with 
his  former  infantry  units. 

“I  wanted  to  see  their  war- 
time mission  and  see  how 
the  soldiers  lived  out 
there,”  said  Sparta  who 
volunteered  to  attend  the 
training.  He  helped  people 
qualify  with  their  weap- 
ons. He  watched  what  the 
chemical  companies  do  as 
a unit.  It  was  a productive 
time  for  the  seven-year 
Army  recruiter. 

“The  result  was  immediate 
and  long  term.”  For  the 
present,  he  put  three  peo- 
ple in  the  Reserve  and  the 
station  put  one  person  on 
active  duty.  He  also  hit  a 
gold  mine  for  referrals.  “I 
got  approximately  25  refer- 
rals and  more  coming,” 
Sparta  said 


Recruiter  dons 
camouflage  and 
training  gear  to 
help  find  recruits 

Story  and  photo  by  Leslie  Ann  Sully, 
Columbia  A&PA 

FLORENCE,  S.C.  —“We  got  a re- 
cruiter out  here?  What  is  he  doing 
out  here?” 

SFC  Salvatore  Sparta,  Florence  Sta- 
tion, heard  those  questions  over  and 
again. 

He  was  getting  a taste  of  what  it’s 
like  to  be  in  the  field  again.  He  spent 
six  days  with  the  413th  Chemical 
Company  on  their  annual  training, 
August  14-19. 


As  for  long-term  benefits,  he  now 
has  first-hand  knowledge  of  what 
the  unit  does  in  the  field.  He  will  be 
able  to  tell  future  recruits  about  his 
experience.  And  he  strengthened  rela 
tionships  he  already  had  at  the  unit. 
Soldiers  in  the  unit  were  happy  to 
see  him  there.  “They  appreciated  me 
going  out  there  to  see  where  I had 
put  them,”  Sparta  said.  He  said  that 
many  did  not  recognize  him  at  first 
in  his  field  uniform. 

“They  never  expected  a recruiter  to 
put  camouflage  on  and  go  to  the 
field,”  he  said.  SGT  Gregory  Dick- 
son, who  has  been  in  the  unit  for  16 
months,  said  he  doesn’t  see  many  re- 
cruiters around  the  unit  besides 
Sparta,  not  to  mention  any  of  them 
going  to  the  field. 


“I  got  a new  insight  and  I was  sur- 
prised at  what  I saw.  I was  amazed  at 
how  positive  it  was.”  Would  he  do  it 
again?  In  a heartbeat,  he  said. 

“I  loved  it.  The  biggest  eye  opener 
was  that  they  had  showers,”  Sparta 
said  with  a chuckle.  He  never  en- 


“Every blue  moon,  you  might  see 
one  or  two  other  recruiters  here,”  he 
said,  “but  SFC  Sparta  is  different. 
Yes,  it  was  surprising  to  see  a re- 
cruiter out  there  (in  the  field),  but 
not  SFC  Sparta.”  They  enjoyed  his 
help  and  company  so  much,  the  unit 
asked  him  to  come  out  again. 


Rookie  recruiter 
wins  a gold  medal 

Story  and  photo  by  Dee  Register,  Beckley 
Battalion  A&PA 

HARRISONBURG  WVa.  — It’s 
not  everv  day  that  a recruiter  gets 
awarded  a gold  medal.  However, 
SFC  Monica  Good,  Harrisonburg 
Station,  Beckley  Battalion,  was 
awarded  two  medals,  one  of  them 
gold,  as  a member  of  the  Ail  Army 
Women’s  Softball  Team.  If  that’s 
not  impressive,  consider  she  now 
has  a grand  total  of  seven  gold 
medals  for  her  participation  on  this 
prestigious  team ! 

And  for  a “rookie”  recruiter,  she’s 
doing  pretty  good.  The  first  seven 
months  on  recruiting  duty,  Good  is 
at  100  percent  of  her  mission. 

“I  love  the  Army.  I believe  in  what 
the  Army  stands  for,  and  I love  the 
security  of  being  part  of  the  Army 
I’ve  had  an  opportunity'  to  see  the 
world,  go  to  college,  and  continue 
to  win  gold  medals  playing  soft- 
ball.  I like  what  I do  and  I’m  good 
at  it,”  she  says  enthusiastically.  “I 
guess  the  ‘gold’  I have  to  conquer 
now  is  the  gold  recruiter  badge.” 


was  awarded  two  medals,  one  of  them 
gold,  as  a member  of  the  All  Army 
Women's  Softball  Team. 
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loons.  Afterwards, 
Rocho  and  Reitz 
showed  the  children 
how  to  do  military 
police  call.  This  made 
picking  up  all  the  bro- 
ken balloons  and  con- 
fetti a fun  thing  to  do. 


SSG  Kip  Reitz  lines  up  children  at  a birthday  party  in  prepara- 
tion for  doing  the  low  crawl.  Reitz  and  SFC  Ray  Rocho, 
Greeley  Station,  Colo.,  volunteered  to  participate  in  the  Army 
theme  children  s birthday  party  at  the  request  of  parents 
Hossein  and  Christy  Shirazi. 


Having  fun  with  an 
Army  theme 
birthday  party 


David,  who  turned 
seven  years  old,  is  the 
son  of  Hossein  and 
Christy  Shirazi  of 
Greeley,  Colo.  Mr. 
Shirazi  was  in  the  Ira- 
nian Air  Force  years 
ago,  and  David  asked 

him  if  he  could  get 
people  from  his  unit 
to  come  to  his  party. 
Since  this  was  impos- 
sible, Mrs.  Shirazi 
contacted  the  local  re- 
cruiting station  and  asked  if  they 
could  help  her  out.  The  recruiters 
were  happy  to  help. 


Last  year  the  theme  was  fire  protec- 
tion, and  the  fire  department 
brought  a fire  engine  to  the  house 
and  allowed  the  children  to  crawl  on 
it.  They  also  showed  the  children 
what  to  do  in  the  case  of  fire. 

The  year  before,  Mrs.  Shirazi  had  a 
police  theme.  Policemen  from  the  lo- 
cal police  department  came  to  the 
house  with  a police  car.  They  also 
talked  with  the  children  about  han- 
dling strangers  and  other  problems 
they  may  encounter. 

“This  may  not  be  the  way  to  recruit 
or  the  market  to  recruit  in,  but  it 
helps  us  show  the  community  that 
we  are  part  of  them,”  said  Rocho. 

“It’s  a great  way  to  spend  a hot  after- 
noon and  get  to  know  the  people  in 
our  local  area,”  Reitz  said.  The  vehi- 
cle was  loaned  to  the  recruiters  bv  B 
Company,  244th  Engineer  Battalion 
in  Fort  Collins,  Colo.  It  was  a big  hit 
with  the  children  and  some  of  the 
parents,  too. 


Story  and  photo  by  Carmi  Eichhorn,  Denver 
Battalion  AirPA 

GREELEY,  Colo.  — Wear  your 
camouflage  and  get  ready  to  march 
with  real  Army  soldiers  and  explore 
real  Army  vehicles! 

This  was  the  invitation  for  David  Shi- 
razi’s  birthday  party 

Every  year,  David’s  mother  decides 
on  a theme  for  his  birthday.  This 
year’s  theme  included  recruiters 
dressed  in  Battle  Dress  Uniform  and 
a High  Mobility  Multi-Wheel  Vehi- 
cle, or  commonly  known  as  a “Hum- 
vee.”  The  children  were  dressed  in 
various  stages  of  camouflage  and 
SFC  Ray  Rocho  and  SSG  Kip  Reitz 
had  them  on  the  ground  doing  the 
low  crawl.  They  split  the  children 
into  teams  and  made  a game  out  of 
this  maneuver. 

The  children  sat  inside  the  Humvee 
and  took  turns  being  in  the  driver’s 
seat.  After  this,  they  went  into  the 
back  yard  with  the  recruiters  and  had 
a water  fight  with  camouflage  bal- 


Which  way  to  Brooke  Army  Medical  Center?  Tour  guides  (left  to  right)  SFC  William  Goudy, 
station  commander,  Philadelphia  Health  Care  Recruiting  Team;  SFC  Gary  Davis,  Richmond 
Health  Care  Recruiting  Team;  CPT  Charlie  Davis,  team  leader,  Philadelphia  Health  Care 
Recruiting  Team;  and  CPT  Deborah  Peyton,  Pittsburgh  Health  Care  Recruiting  Team  parti- 
pated  in  the  1st  Brigade  Army  Medical  Detachment's  educator  tour  at  Fort  Sam  Houston, 
Texas.  (Photo  by  Mark  Lombard) 
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1.  Which  USAREC  form  is  used  for  a designated 
courtesy  shipper  to  indicate  required  follow  up  in 
the  same  manner  as  DEP  and  DTP  members? 

a.  USAREC  Fm  446 

b.  USAREC  Fm  986 

c.  USAREC  Fm  200-C 

d.  USAREC  Fm  539 

2 "Who  has  the  authority  to  disapprove  a moral  or  admin- 
istrative waiver  request? 

a.  recruiter  designated  by  the  station 
commander 

b.  recruiting  battalion  Sergeant  Major 

c.  recruiting  company  commander 

d.  station  commander 

3.  Milestone  for  CIHS  list  construction  by  31  December 

is . 

a.  40  percent 

b.  10  percent 

c.  75  percent 

d.  25  percent 

4.  Recruiters  may  mail  or  handcarry  USAREC  Fm  1012 
(Scholar/Athlete  Recruiter  Award  Receipt)  to  the 
school's  point  of  contact. 

a.  True  b.  False 

5.  COIs  cannot  be  invited  to  more  than  five  COI  events 
per  year. 

a.  True  b.  False 

6.  Closing  is  asking  for  the  order.  Which  closing  method 
works  best  with  younger  men? 

a.  already  enlisted  close 

b.  two-choice  close 

c.  weighted  close 

d.  challenge  close 

7.  An  applicant  who  has  successfully  completed  60  or 

more  classroom  semester  hours  (90  or  more  quarter 
hours)  without  a four-year  degree  may  enlist  at  any 
time  as  a . 

a.  SPC  b.  PFC 

c.  PVT  d.  PFC 

8.  If  you  have  consumed  alcohol,  how  long  must  you 
wait  before  operating  a GOV? 


c.  10  hours 

d.  12  hours 

9.  Applicants  who  have  confirmed  positive  results  from 
drugs  or  alcohol  must  be  separated  from  the  DEP.  Who 
will  ensure  DEP  enlistees  are  informed  of  their  separa- 
tion? 

a.  battalion  commander 

b.  company  commander 

c.  station  commander 

d.  recruiter 

10.  After  completion  of  each  COI  event,  the  after  action 
report  is  due  to  the  recruiting  battalion  or  AMEDD  de- 
tachment commander  not  later  than  completion  of: 

a.  The  third  business  day  following  the 
event. 

b.  The  fourth  business  day  following  the 
event. 

c.  The  fifth  business  day  following  the  event. 

d.  Seven  working  days  after  you  get  the 
original  receipt. 

1 1 . In  order  for  an  act  or  omission  in  violation  of  a regula- 
tion to  be  a recruiting  impropriety  the  recruiter  must : 

a.  Plave  intended  to  enlist  an  unqualified 
applicant. 

b.  Plave  intended  to  grant  a specific  MOS  to 
an  unqualified  applicant. 

c.  Plave  had  a gross  negligent  act  or 
omission  that  resulted  in  an  erroneous 
enlistment. 

d.  All  of  the  above. 

12.  Which  of  the  following  is  not  a symptom  of  heat  ex- 
haustion? 

a.  loss  of  appetite 

b.  nausea  (with  or  without  vomiting) 

c.  red  (flushed),  hot,  dry  skin 

d.  profuse  sweating  with  pale,  moist,  cool 
skin 

13.  When  attempting  to  clear  an  object  from  a casualty's 
throat,  you  should  give  abdominal  thrusts,  unless  the 
casualty  is: 

a.  very  obese 

b.  in  the  advanced  stages  of  pregnancy 

c.  has  a significant  abdominal  wound 

d.  all  of  the  above 


a.  6 hours 

b.  8 hours 

' V ys,  I . i ' % ■ 

(The  answers  to  this  month's  Test  can  be  found  on  the  inside  back  cover.) 
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ATLANTA 

MONTGOMERY 

SFC  Jeffory  Westerfield 

SFC  Robert  McMeekin 

BALTIMORE 

NASHVILLE 

SFC  Michael  A.  Walters 

SFC  Gary  Widener 

SFC  Betronnie  Williams 

OKLAHOMA 

SFC  Donald  E.  Curry 

Mr.  Barry  H.  Grabel 

DALLAS 

PHOENIX 

CSM  Eugene  W.  Culpepper 

1SG  Charles  W.  Evans 

MSG  Dennis  M.  Doyle 

SSG  Christopher  G.  Collins 

SFC  Joe  Albritton 

SSG  Dennis  E.  Davey 

SFC  Leslie  M.  Anderson 

SFC  Charles  Hughes 

PITTSBURGH 

SFC  Thomas  J.  McGarry 

DENVER  

SFC  Kenneth  R.  Wininger 

PORTLAND 

GREAT  LAKES 

SFC  Gregory  A.  Richardson 
SSG  Emerson  Paranada 

SFC  Thomas  E.  Walker  Jr. 

HARRISBURG 

SAN  ANTONIO 

SSG  Eric  B.  Gehring 

SFC  Peter  J.  Miller 

JACKSONVILLE 

SOUTHERN  CALIF. 

SFC  Ladrenna  G.  Jenkins 

SFC  Willie  Felder 

SFC  Joseph  Ferrell 

MIAMI 

SFC  John  J.  Lowindes 

SFC  Jose  R.  Ortiz 

SSG  John  D.  Parks 

MINNEAPOLIS 

TAMPA 

SFC  Charles  L.  Gearhart 

SFC  Michael  Braccio 

NEW  ENGLAND 

SFC  Alberto  G.  Sosa 

SFC  Timothy  R.  Bell 

Rings 

ALBANY 

SSG  Robert  B.  Webster 

SFC  Cynthia  D.  Hall 

SSG  Karenmary  Melendez 

SGT  Kim  E.  Dionne 

BECKLEY 

BALTIMORE 

SFC  Riley  C.  Gordon 

SFC  Jesse  G.  Jackson  Jr. 

SFC  Kenneth  W.  Melton 

SFC  Rodney  D.  McCarn 

SSG  Troy  L.  Brown 

SSG  Calvin  R.  Liburd  Jr. 

CHICAGO 

SSG  Joseph  G.  Esgro  Jr. 

SFC  Dwayne  E.  Sherman 

SSG  Bryant  E.  Teal 
SSG  Charles  S.  Tench 

COLUMBIA 

SSG  Charles  E.  Felder 

1SG  Richard  A.  Turner 

SSG  Gerald  S.  Bowen 
SSG  Steve  J.  Holiskey 
SGT  Michael  K.  Hillard 

DALLAS 

SFC  Lewis  N.  Hill 
SFC  Jamie  E.  Leggiton 
SFC  John  P.  Issacs 
SSG  Clifford  L.  Dickerson 
SSG  Bobby  J.  Lermon 
SGT  Margaret  A.  Shelton 

GREAT  LAKES 

SFC  Daniels  Donnel 
SSG  Don  A.  McDonell 

HARRISBURG 

SFC  Gary  W.  Knarr 

JACKSON 

SFC  Raymond  Edwards 
SSG  James  Hanlin 

LOS  ANGELES 

SSG  Ernest  D.  Young 

MIAMI 

SFC  Alan  Ehrhardt 
SFC  Miguel  Barbosa 
SSG  Ernesto  Santana 
SSG  Dave  W.  Ogarro 
SGT  Miguel  Ruiz 

MID-ATLANTIC 

SFC  George  E.  Payton 
SSG  Kenneth  Freeman 

MILWAUKEE 

SFC  Harvey  L.  McBroom 
SSG  Jeffrey  Murphy 

MONTGOMERY 

SFC  Robert  Herren 
SSG  Steven  Morgan 

NASHVILLE 

SFC  Anthony  D.  Williams 
SFC  Timothy  A.  Mullins 
SFC  Gregory  L.  Williams 
SFC  David  M.  Reedy 
SSG  Donald  E.  Zimmer 
SSG  James  H.  Barrett 
SGT  Tony  D.  Briggs 

NEW  ENGLAND 

SFC  Theodore  Wiechman  Jr. 
SSG  Elwin  F.  Mandigo 
SSG  Mark  A.  Kenney 
SSG  John  C.  Hendrix 

OKLAHOMA 

SFC  Fletcher  C.  Smallwood 
SSG  Charles  A.  Sullivan 


SSG  Kenneth  D.  Gaines 

PHOENIX 

SFC  Alvie  Benskin 
SSG  Gary  E.  Rhiner 
SSG  Brenton  D.  Bynum 
SSG  Ralph  P.  Weller 
SSG  Frank  C.  Rockwell 
SSG  Alonzo  Williams 
SSG  Francisco  Chineachinea 
SSG  Manuel  E.  Velez-Toledo 
SGT  David  Reisenauer 
SGT  John  D.  Eakins 

PITTSBURGH 

SSG  Victor  K.  Newton 

PORTLAND 

SFC  Harold  K.  Chun 
SFC  Kenneath  V.  Carter 
SFC  Gregory  N.  Perez 
SSG  Ronald  D.  Delacruz 
SSG  William  C.  Jennings 
SGT  Kevin  Porter 

SACRAMENTO 

SFC  Tom  Z.  Gordon 
SFC  Fredrick  D.  May 
SFC  David  A.  Spurlin 
SSG  Martin  J.  Steele 
SGT  Timothy  E.  Bishop 

SALT  LAKE  CITY 

1SG  Kelly  H.  Forbey 
SSG  Kurt  T.  Peterson 
SSG  Edward  E.  Tucker 
SSG  Jack  A.  Plymale 
SSG  Daniel  C.  Canez 
SGT  Edmund  A.  Winters 

SEATTLE 

SFC  Terry  B.  Mackebon 

SOUTHERN  CALIF. 

SFC  Eddie  L.  Scott 
SFC  Michael  Duda 
SSG  William  K.  Hazard 
SSG  Melvin  A.  Riley 
SSG  Cresilito  C.  Galendez 
SSG  Raymond  T.  Price 

ST.  LOUIS 

SFC  Vaine  Caldwell 
SFC  Paul  J.  Kleemann 
SFC  Jerry  L.  Britton 

TAMPA 

SFC  Michael  A.  Belanger 

3D  AMEDD  RCTG  BDE 

SFC  John  P.  Halverson 
SFC  David  A.  Skelton 
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ALBANY 

SSG  Matthew  J.  Lane 
SGT  William  G.  Barrett  Jr. 

ATLANTA 

SSG  Anthony  Gist 
SGT  Timothy  Bundick 

BALTIMORE 

SSG  Frederick  S.  Jones 
SSG  Donald  A.  Sims  II 

BECKLEY 

SFC  Shaun  !.  Trescott 
SFC  Donald  S.  Tuck 
SSG  Grover  Maynard  Jr. 
SSG  Wade  H.  Ragland 
SSG  Maurice  H.  Greer  III 
SGT  Robert  D.  Eplee 

COLUMBIA 

SSG  Chris  Defreese 
SSG  Mark  A.  Newsom 

CHICAGO 

SFC  Karl  R.  Pruett 

CLEVELAND 

SSG  Kevin  V.  Dagraca 
SSG  Bonnie  G.  Lockett 

DALLAS 

SFC  Alonzo  Dixon 
SSG  Ana  P.  Woe 
SSG  Gerard  FI.  Bell 
SSG  Anthony  Isaac 
SSG  Timothy  Cavazos 
SSG  William  R.  Powell 
SSG  Joseph  L.  Cecil 
SSG  Raymond  G.  Wiggins 
SSG  Michael  G.  Anderson 

DENVER 

SFC  Kenneth  Coffey 
SFC  Floyd  L.  Weeks 
SFC  Anthony  C.  Ashford 
SSG  Michael  J.  Moore 
SSG  Giles  T.  Almeida 
SSG  Mauricio  Bassanello 
SGT  Erik  R.  Johnson 
SGT  Robert  L.  Patterson 

GREAT  LAKES 

SFC  Martin  Mayhew 
SSG  Bruce  Krot 
SSG  Altherea  Holt 
SSG  Nicolas  Gonzalez 
SGT  Richard  Porter 


SGT  Russell  Maxwell 
SGT  Ricky  Jamerson 

HARRISBURG 

SFC  Anthony  C.  Hallenbeck 

JACKSON 

SSG  Timothy  J.  Adkinson 
SSG  Juan  L.  Del  Valle 
SSG  Richard  Walker 

MID-ATLANTIC 

SFC  Ray  H.  Lewis 
SSG  Yvonne  E.  Maitland 
SSG  Earl  Rushin  Jr. 

SSG  Timothy  D.  Green 
SSG  Chris  A.  Maurer 
SSG  Terry  H.  Kitt 

MILWAUKEE 

SSG  Daryl  W.  Capps 
SSG  Robert  M.  Pearce 
SSG  Donald  K.  Rolston 
SGT  Nora  M.  Zinnel 

MINNEAPOLIS 

SSG  Steven  D.  Ferguson 
SSG  Shawn  P.  Stafford 

NEW  ENGLAND 

SSG  Adrian  John  Vielhauer  Jr. 
SSG  Don  E.  Bridges  Jr. 

SGT  Donald  R.  Dix 
SGT  Derrick  L.  Heins 

OKLAHOMA 

SGT  George  A.  Shippey 

PHOENIX 

SSG  David  D.  Holmes 

PITTSBURGH 

SSG  William  A.  Roberts 
SSG  Augustin  F.  Francois 
SSG  Michael  C.  Hagan 
SSG  Eugene  E.  Starcher 
SGT  William  Harlan 

PORTLAND 

SGT  Donald  L.  Pannell 
SGT  Dean  P.  Gunderson 
SSG  Simi  Tauamoheloa 

RALEIGH 

SSG  Russell  A.  Dwyer  Jr. 

SACRAMENTO 

SSG  William  K.  Maddox 
SSG  Alexander  V.  Dantzler 


SALT  LAKE  CITY 

SFC  Michael  B.  Personette 
SGT  Michael  W.  Howland 

SOUTHERN  CALIF. 

SFC  Michael  L.  Davis 
SSG  Michael  W.  Bester 
SSG  Raul  Pineda 
SSG  Randall  R.  Robinson 
SGT  Richard  C.  Hoskins 


ST.  LOUIS 

SFC  Anthony  McRoberts 

SYRACUSE 

SGT  Jason  C.  Hopson 
SSG  Brian  F.  Tallmadge 
SSG  Percy  L.  Brown  Jr. 

TAMPA 

SFC  Leeford  C.  Cain 
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^Heackj^uarters^LS 


RSM  October  97 


1st  Brigade  2d  Brigade  3d  Brigade  5th  Brigade  6th  Brigade 

TOP  TEAM  MEMBER  (Recruiter! 

RA  & (BN) 


SFC  DICARLO,  L.  SSG  FRALISH,  K. 

(New  York  City)  (Columbia) 


USAR  & (BN) 

SSG  BENESH,  D.  SSG  MORGAN,  S. 

(Syracuse)  (Montgomery) 

TOP  TEAM  (Station) 

LARGE  & (BN) 


SSG  GLASS,  D.  SSG  MORGAN,  M.  SFC  MELTON,  R. 

(Indianapolis)  (Kansas  City)  (Portland) 

& 

SSG  LAND,  M. 

(Seattle) 


SGT  LASWELL,  C.  SGT  DOYLE,  B.  SGT  BANDVIK,  L. 

(Indianapolis)  (New  Orleans)  (Sacramento) 


Petersburg 

(Beckley) 

SMALL  & (BN) 

Hanau 

(Albany) 

AMEDD 

(HCRT) 

Syracuse 


Huntsville  West 

(Montgomery) 


St  Croix 

(Miami) 


Carolina 


Maplewood  Topeka  Billings 

(Minneapolis)  (Kansas  City)  (Salt  Lake  City) 


Bethel  Rogers  Bullhead 

(Columbus)  (Oklahoma  City)  (Phoenix) 


Chicago  New  Orleans  Rocky  Mountain 


RO/FY  98-01 


“Close  the  Loop!” 


MARK  R.  HAMILTON 
Major  General,  USA 
Commanding 


1.  c,  USAREC  Reg  350-6,  Chap  5, 
para  5-2 

2.  c,  USAREC  Reg  601-56,  Chap  1, 
para  1-7  (a) 

3.  a,  USAREC  Reg  350-6,  table  3-1 

4.  a,  USAREC  Reg  600-34,  Chap  5, 
c(11) 

5.  b,  USAREC  Reg  1-18,  Chap  4,  (e) 


Answers  to  the  Test 

6.  d,  USAREC  Pam  350-7,  Chap  5, 
para  5-3,  d(4) 

7.  b,  AR  601-210,  Chap  2,  section 
1 1 , para  2-20f 

8.  b,  USAREC  Reg  56-1,  Chap  3, 
para  3-5(a) 

9.  a,  AR  601-210,  Chap  5,  section 
XX1 11,  5-88 


10.  a,  USAREC  Reg  1-18,  Chap  7, 
a(1) 

1 1 . d,  USAREC  Reg  601-45,  Chap  2, 
para  2-2 

12.  c,  STP-21-1-SMCT,  page  490 

13.  d,  STP-21-1-SMCT,  page  481 


UNIVERSITY  OF  FLORIDA 


FIND  OUT  IF  YOU  HAVE  WHAT  IT  TAKE: 


3 1262  09681  8355 


See  the  Special  Forces  Recruiter  who  will  be  visiting  your  area  soon. 


Contact  your  local  Army  Recruiter  or  call  1-800-USA-ARMY,  Ext.  498  www.goarmy.com 


SPECIAL  FORCES  97-1 


